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ABSTRACT 
The present project attempts to examine the applicability of some western 
findings in the field of performance appraisal in the context of two companies in 
Hong Kong. 
This project consists of four chapters with the first chapter focusing on the 
brief introduction of some of the established findings from exisitng literature, and 
outlining the framework for conducting the present study. 
The second and the third chapters are devoted to a detailed description of 
the performance appraisal systems of the two companies. Chapter II is on 
Maersk Hong Kong Limited and Chapter III is on Printed Circuits International 
(Hong Kong) Limited. Issues addressed in these two chapters include the 
procedures and the steps involved in the performance appraisal systems of the two 
companies, the type of appraisal method being used, the purposes served and the 
diffculties encountered. The appraisal scores of each company are analysed to 
examine the existence of some common biases such as the central tendency or 
leniency/strictnesss biases. 
The last chapter summarizes some of the problems faced by these two 
companies with respect to their performance appraisal systems. The problems 
faced by these two companies include the issue of non-job-relatedness of many 
appraisal criteria, the low discriminatory power of the appraisal rating, the high 
A 
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degree of subjectivity and the mishandling of the Performance Review Session. 
These problems are in fact very common ones, and are not faced by these two 
companies alone. The last portion of this chapter tries to suggest ways to improve 
the current appraisal systems of the two companies, and the most important 
recommendation is the urgent need to organize training sessions to coach the 
appraisers the proper way to appraise and to conduct appraisal interviews. 
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CHAPTER I 
INTRODUCTION 
Objective of Study 
Performance Appraisal is increasingly coming to be looked upon as a 
natural and inevitable function of management. It has become a standard 
practice in many organizations over the past thirty to forty years. According to 
the survey by Sudhir K. Saha1, about 81.7% of business organizations in Hong 
Kong have performance appraisal incorporated ias their formal human resources 
management practice. The performance appriasal concept in Hong Kong is 
basically borrowed from the West and is relatively young in terms of its 
development process. 
Since the emergence of this management approach, a lot of research had 
been conducted focusing on issues such as the workability, the validity and other 
ethical implications arising from its application. But so far, most of these 
findings are limited to the experience in the Western culture. There are relatively 
few studies conducted on the application of the performance appraisal concept 
in the Oriental context. 
1 S.K. Saha (1987) "Human Resources Management Practices in Hong Kong" in Hong Kong 
Journal of Business Management Volume V. 
2 
The present study attempts to examine whether the various Western 
practices in this topic are being applied in the local context. Two business 
organizations in Hong Kong which have formal performance appraisal systems are 
chosen to be investigated. 
Scope of Study 
The appraisal systems of the two organizations will be examined. One of 
the organization is a Danish-based Liner Company operating in Hong Kong and 
the other is a printed-circuits-board manufacturing factory established by an U.S. 
Company. The two companies under study are different in terms of their business 
nature and company size; but both of them carried out an annual appraisal 
• / 
exercise for their employees at year end. 
The study is first on the evaluation of the performance appraisal forms of 
the two companies. They are examined to determine the type of appraisal 
techniques adopted. They are further examined to check the purposes and uses 
of the appraisal data. The ease of completing and of administering the appraisal 
process as well as the general acceptability of the exercise will be viewed in the 
context of personal experiences of the users and the administrators. In addition, 
the appraisal data are analysed by individual appraisal dimensions on a 
departmental comparison or on individual appraiser basis whenever applicable. 
Company Background 
Maersk Hong Kong Limited 
^ 
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It was first established principally to act as a general agent for Maersk's 
Liner and Shipping Services2 of the A.P. Moller/Maersk Group of Companies 
with its headquarters in Copenhagen/Denmark. Through the years, the company 
has diversified into a wide range of services3 including trucking, warehousing, 
consolidation, container repair and storage, ship and engine repairs, spare parts 
and refurbishment, sale and purchase, airfreight, travel agency and offshore oil 
exploration. 
By now, the total number of employees of the Maersk Hong K o j g Group 
is well over 800. The Personnel Department of Maersk Hong Kong Limited is 
responsible for all personnel-related matters concerning the Maersk proper, the 
core business of providing liner service which has a staff level of over 300. 
； 
Analyses of this paper is limited to Maersk Hong Kong Limited. 
Printed Circuits International (Hong Kong) Limited 
This is a manufacturer of printed circuit boards and liquid crystal displays 
for the local as well as the export market. This company is divided into an office 
unit and a production unit. The total number of employees is 113 (office staff: 
24; production staff: 17; factory operators: 72). 
2 Maersk Line offers weekly fixed-day container shipping semces between USA, Canada, 
Pacific North West, Europe, Mediterranean, weekly schedule services within Asia, and bi-weekly 
services between Africa, Middle East, India and Pakistan. 
3 Offshore oil exploration activities under Em. Z. Svitzer Limited; Ship’s engine and servicing 
under Brigantine Services Limited; Container repair and depot operation under Commercial 
Containers Limited, Trucking services under Welkin Transport Company Limited, Consolidation 
services under Mercantile Consolidators (Hong Kong) Limited; Air-freight forwarding under 
Oriental Air Transport Service Limited, Travel Agency business under Maersk Travel (Hong Kong) 
Limited. 
4 
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Data Source 
The source of data for conducting the present study is divided into two 
groups: one group is from company documentation and records which include the 
Performance Appraisal Forms of Maersk Hong Kong Limited and Printed 
Circuits International (Hong Kong) Limited; the raw appraisal scores of 316 staff 
of Maersk Hong Kong Limited for the year 1990 and the raw appraisal scores of 
113 employees of Printed Circuits International Limited for the year 1987. 
The second group of information is gathered from personal interviews with 
the respective employees of the two companies during January and February 
1991, They are either the administrators or the users of the Performance 
Appraisal system. Persons interviewed included the Assistant Manager of 
Personnel Unit of the Personnel and Administration Department, the Senior 
Section Chief of Documentation Unit of Europe/Mediterranean and Ameis Line 
Department, the Customer Service Manager of PRC Line Department, Assistant 
Manager of Administration Unit of Personnel and Administration Department of 
Maersk Hong Kong Limited. For Printed Circuits International (Hong Kong) 
Limited, persons interviewed included the Adminstration Officer, the Production 
Supervisor of the Screening and Imaging Sections and the Chief Accountant of 
the Accounts Department. 
Definition of Performance Appraisal 
Performance Appraisal is the process by which organizations evaluate 
A 
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individuals with respect to their performance on the job and their potential for 
development. Appraisal is simply an attempt to think clearly about each person's 
performance and future prospects against the background of his total work 
situation.4 The term, PERFORMANCE APPRAISAL, when applied in 
personnel management refers to a formal and systematic assessment made in a 
prescribed and uniform manner regularly. 
Purposes of Performance Appraisal 
. . . . 、 ..... .... ‘，， 
According to Western researhes over the years, performance appraisal 
could be generally defined as to serve three main purposes: they are firstly the 
Administrative Purposes; secondly the Guidance and Counselling Purposes and 
thirdly the research purposes. 
For administrative purposes, the performance appraisal information will 
serve as a basis for making placement decisions, retention decisions, merit 
compensation decisions. It will also indicate training and development needs. 
For guidance and counselling purposes, the performance appraisal information is 
to provide feedback to employees on their individual performance as a guide to 
their future behaviour. It can be used as a basis for the coaching and counselling 
of the individual employee by the supervisor. Performance feedback also guides 
career decisions about specific career paths for specific employees. For research 
purposes, the performance information is used to validate and evaluate other 
personnel programmes such as training programmes, special compensation plans, 
4 H. Mayfield, "In Defense of Performance Appraisal" in Harvard Business Review, March-
April 1960 
� 
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job-enrichment or job-rotation programmes and so on. 
Controversial Issues Associated with Performance Appraisal 
The effectiveness of any performance appraisal systems in an organization 
could be assessed by the following criteria: such as its acceptability5 within the 
organzation, its relative ease of use or completion (by the rater) and 
administration (by the administrator such as the Personnel Department), as well 
as the issues regarding objectivity, subjectivity and validity6 of the appraisals. 
The subjectivity and objectivity issues could be evidenced by the presence 
or absence of many raters' biases such as halo effect7, horns effect8, stereotyping 
effect9, leniency and/or strictness effect10, central tendency effect11, recency 
effect12, and personal prejudices. 
5 Acceptability is defined as the active support and co-operation given by the employees to the 
appraisal system within the organization. 
6 Validity is concerned with the question of relevance and the appropriatenesss of inferences 
made on the basis of some set of measurements. In short, a valid appraisal is one which measures 
the right criteria to determine performance. 
7 Halo effect is the tendency of the rater to overrate the ratee's performance because of one 
exceptionally good characteristics or a good past record. 
8 Horns effect or Pitchfork Effect is the tendency of the rater to underrate the ratee’s record 
because of one particularly poor characteristic or a poor past record. 
9 Stereotyping effect is the tendency to attribute erroneously to ratees the commonly attributed 
characteristics of the group to which they belong. 
10 The tendency of raters to be liberal in assigning consistently high ratings (leniency bias) or 
harsh in assigning consistently low ratings (strictness bias) to the ratees on all performance 
dimensions. 
11 The reluctance of raters to rate people at the extremes of the scale, distorting the 
performance rating of employees to be average. 
12 Events which are fresh in rater's mind may over-influence the rater's thinking and erase the 
ratee's previous poor/good performance. 
K 
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Types of Performance Appraisal Methods 
In appraising one's performance, the appraiser can measure the appra isers 
performance according to some performance standards or criterion. Such 
performance standards or measures can be categorized as non-judgemental and 
judgemental. 
•‘ •’ • ‘ . . - , , . . - . “ ‘ "• \ ： . • • . t. ‘ . . . . . . . “ . ., 
Non-judgemental Performance Measures ：； 
They are measures that do not require abstraction by the person collecting 
the measures. These data consist of things that can be counted, seen, and 
compared directly from one employee to another.13 In other words, they are 
concerned with the basic measurement (ie. How much, How well, By When, How, 
At what Cost etc.). An example of such measure is output rate per period. 
Judgemental Performance Measures 
In contrast to the former measures, they require the synthesis by the 
person collecting the measures. By far, the most widely used type of performance 
measures are this type. It can be criterion-referenced14 or norm-referenced15. 
13 F.J. Landy and J.L. Farr (1983), "The Measurement of Work Performance: Methods, 
Theory, and Application", p.27 
14 Criterion-referenced measures attempt to evaluate the work performance of an individual 
employee with reference to some performance standards. 
15 Norm-referenced measures are concerned with comparing the performance of an individual 
with that of another individual or a group of other employees. 
� 
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Most of the trait factors such as "initiative" or "dependability" belong to this type 
of measures. 
Brief Review of Common Types of Performance Appraisal Methods 
For a brief review of some common types of performance appraisal 
methods, please refer to Tables 1 and 2. There are about seven major groups of 
common appraisal methods, within which there are some other methods which 
have incorporated minor modifications or adpatations. These seven major 
appraisal methods include, the Check List Method, the Rating Scale Method, 
the Essay Appraisal, the Critical Incident Approach, the Field Review (Group 
Judgement Approach, the Ranking Method, the Management by Objectives 
Approach and finally the Self Appraisal method. 
，  ， . . -../- \ , ‘ ‘‘ ‘  • - . . “ ’ ... ..- ‘ • 4 . 、、：.，. ‘ .V 
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CHAPTER n 
PERFORMANAGE APPRAISAL SYSTEM 
麵 MAERSK HONG KONG LIMITED -.•‘ .  . . : -• • ’ ：‘. ‘ < ‘ ： . .’ ‘ ‘ .. , _ , 
History of Performance Appraisal System 
No formal appraisal system was established prior to 1986. It was 
introduced by the Managing Director who was transferred from the Taiwan Office 
in May 1986. The appraisal form was a direct replicate of the form used in the 
company's Danish headquarters. Since its first usage, the personnel department 
has slightly modified the appraisal form in 1987 and the new form has been in use 
since then. A sample of the appraisal form currently in use is shown in Appendix 
. , . A . ： ' ： - ' ： ' . \ ..:.:、：..:." ：」：:. . 
Procedures of the Performance Appraisal Exercise 
All local16 permanent17 staff will undergo an annual performance 
16 Local staff means staff employed according to local employment terms excluding all 
expatriates who are transferred from other overseas offices to the Hong Kong office. 
17 Each new employee's performance has to be appraised by his/her immediate supervisor upon 
completion of the probation (three months). He or she will be confirmed a permanent staff status 
with satisfactory performance; This appraisal uses another form "Post-Probation Performance 
Appraisal". 
\ 
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appraisal exercise conducted during November to December each year. In the 
first week of November, the Personnel Department will distribute the blank 
广 y . . . . .. 
appraisal forms to all department heads so that they can distribute to all 
respective supervisors for completion. Within four weeks' time, each department 
has to submit the completed appraisal forms to the Personnel Department. 
During the week following the receipt of all completed appraisal forms 
from all departments, the Personnel Department will compile a Score Summary 
Report18 of all staff by individual departments and distribute the report to the 
Department Heads concerned with copies sent to the Managing Director. The 
Score Summary Reports to the Department Heads are accompanied with a memo 
issued by the Managing Director stating the budget available for salary increases 
for that particular year. This Score Summary Report serves as the basis on which 
the Department Head could suggest the salary increment for each of his 
department staff. 
During the following two weeks, a series of meetings are held between 
different department heads and the Managing Director and Deputy Managing 
Director with the presence of the Personnel Manager to discuss the salary 
increment and promotion decisions suggested by each Department Head. On the 
basis of the Score Summary Report, advice from the Personnel Manager and 
recommendations from the Department Heads concerned, the top management 
will decide on the final salary increment and promotion of each employee. 
1 The Score Summary Report calculates the average score of each individual employee by the 
four appraisal sections: Performance, Managerial/Supervisory Abilities, Interpersonal Aspects and 
Particualr Aspects. Each employee is ranked in descending order of the average score for each of 
the four sections. The Report also summarizes information on the potential assessment of each 
employee as well as specific job transfer or promotion suggestions. 
11 
By the third week of December, all salary increment and promotion 
decisions are finalized, the Personnel Department will then prepare salary 
increment letter for distribution to all staff before the end of the year. The 
appraisal form of each employee will be filed into their respective personal files 
after all salary and promotion actions have been completed. 
The Appraisers and the Appraisees 
Except for a few expatriate positions19, the performance of each employee 
has to be appraised. With respect to the appraisers, all employees who have 
supervisory responsibilities and subordinates reporting directly under h im/her will 
have to take the role of the appraiser. 
Due to the technical nature of the EDP Department, the performance 
appraisal of the general level staff such as Programmers and Operators are done 
by the System Analyst while his performance is appraised by the expatriate 
Department Head. 
The common appraisal hierarchy of Maersk can be generalised in Figure 
1 and details of the organization chart could be found in Appendix 2. 
Steps) of the Appraisal Exercise 
Upon completion of the scoring part on the different dimensions, each 
appraiser has to arrange meeting with his appraisee personally to discuss the 
19 These positions include the Managing Director, the Senior General Manager, the Department 
Head of Finance and Accounting Department, the Department Head of EDP Department and the 
Department Head of Operations Department 
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appraisers past performance within the deadline set by the Personnel 
Department. According to the guidelines set by the Company, it is suggested that 
the appraiser should tell the appraisee the scores on all the different dimensions 
that the appraiser has rated in the meeting. The appraiser is also expected to ask 
the appraisee to express his or her own feelings regarding his or her own 
performance. In addition, the appraisee's future career expectations within 
and/or outside the company and training interests are also to be discussed. All 
these information have to be written on the section of "Employee's Own Image 
of His Future" of the Appraisal Form. Then, the appraiser has to complete the 
remaining parts of the Appraisal Form and submit to his/her Department Heads 
for endorsement before returning to the Personnel Deparment. 
Uses of the Performance Appraisal 
Each Department Head uses the Summary Score Report as a basis to 
make salary recommendations. The top management also relies on this Report 
to give their consent to any salary recommendations. Thus, the major purpose of 
the performance appraisal exercise is to make decisions regarding one's salary 
adjustment. Simultaneously, employee's promotion decisions are also made under 
the suggestions written on the appraisal forms. 
The Personnel Department also uses the information provided by each 
appraisee in the section of "Employee's Own Image" to assess the training 
interests of their employees so as to plan their future training programmes. The 
Personnel Department believes that by making the performance review discussion 
an essential part in the whole appraisal exercise, the idea of providing 
13 
. pe r formance feedback by the superior to his or her subordinate staff could be 
formalized. 
The Performance Appraisal Form - The Format 
The Performance Appraisal Form (in Appendix 1) is a one-sheet form 
printed oil both sides. The front page is divided into nine sections of which all 
have to be completed by the appraiser. The back page contains instructions to 
complete the form as well as defintions of the various appraisal criteria； used on 
the front page. The form is universally applied to all positions throughout the 
organization; position holders who do not have any supervisory or managerial 
duties need not be assessed on the section of "Managerial or Supervisory 
I • ' \ '..： 
Abilities". 
The first four sections on the form , that is, Performance, Managerial/ 
Supervisory Abilities, Interpersonal Aspects and Particular Characteristics on the 
form require the appraiser to rate each appraisee on all the different dimensions 
or criteria by using the rating scale provided on the back page. Other 
performance criteria specific to certain jobs could be added by respective 
Department Heads in the three blank spaces provided in the Performance section. 
There are eight universally applicable dimensions in the Performance section, 
seven in the Managerial and Supervisory Abilities section, four in the 
Interpersonal Aspects section and nine in the Particular Characteristics section. 
The total number of appraisal dimensions are twenty-eight. It will be thirty-one 
if the three optional criteria are added. 
For the section on "Potential", the appraiser has to select f rom the 
A 
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available choices which he or she thinks best describe the appraisee's 
performance. For the section on "Employee's Own Image of His Future, the 
”， •. . . . . . 
appraiser has to write down the information provided by the appraisee on the 
form after an appraisal interview has been completed. For the section on "Your 
Suggestion For Transfer, Training and Development", the appraiser has to put in 
words his recommendation for the appraisee with respect to future job and 
development aspect for the coming year. For the section on "Summary 
.•‘ - ,: ., .•. ‘ • . • •  - ‘, .’ •： _ - . ,、. ..,、 • • . . . . . , . • . ...,, 
Assessment", the appraiser has to give his appraisal of performance of the 
appraisee in words. The final section requires the appraiser to sign and put the 
date of completion on the appraisal form. 
� ， The Appraisal Process - The Rating Scale 
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The appraisal process requires the appraiser to use a scale of 1 to 5 
(defined on the back page of the appraisal form) to rate his or her appraisees on 
each of the appraisal dimensions. The rating scale is constructed in such a way 
that the higher the score point, the better is the performance. Within this scale 
of 1 to 5，there are 7 anchor points, constituted by the 5 score points plus the 2 
sub-divisions between the scores of 3 to 4 and scores of 2 to 3. Reasons 
pertaining to such a construction may be to facilitate the differentiation between 
the good performers and poor performers within the satisfactory performance 
class. All the appraisal dimensions within each section carry equal weight as an 
average score for each completed dimension will be computed for each section 
in the Summary Score Report. 
4 
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The Type of Appraisal 
In general, the appraisal system used by Maersk can be regarded as an 
adaptation of a F O R C E D DISTRIBUTION RATING SCALE that appraise 
employees on both Job-related and Trait factors. It resembles a forced 
distribution type mainly because the guidelines for completion stated that only 
15% to 20% of appraisees should be given the highest score range. 
It is a trait-oriented appraisal mainly because of the various criteria being 
used to assess one's performance belong to the personal traits description 
category. Some examples of these traits are "Creativity"，"Common Sense", 
"Loyalty" and "Appearance" and so on. Despite the provision of definitions on the 
various appraisal criteria, they are still inadequate to act as job standards that the 
appraiser could evaluate a person's performance based on objective, quantitative 
. . I 
data. These kind of criteria can easily lend to subjective judgement by the 
appraiser. 
In the "Summary Assessment" section, Maersk has incorporated the 
ESSAY-FORM of appraisal that tries to provide a less structured way for the 
appraiser to evaluate the performance of the appraisee. 
" •' . • ‘ . . . . . . . 1.. r . , ...1 ...,.' . .— ‘ 
Difficulties in Administering the Appraisal Exercise 
One of the most common difficulty faced by the appraisal administrators 
is the failure of other staff to comply with the deadlines set by them. Those who 
have to complete the appraisal have to be frequently reminded by the Personnel 
Department to submit their completed appraisal; including the performance 
4 
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review, within the deadlines. 
Even if the appraisals are submitted on time, there are other operational 
problems. For example, certain sections that need to be completed are not 
completed or sections that need not be completed are completed, or strange 
scores such as 2.75 or 4.32 appear in some of the appraisal dimensions. The 會 
administrator need to clarify such ambiguities with the appraisers concerned 
before they can proceed to prepare the Summary Score Report. This kind of 
• ^ . , . . • - 、 • . . . + ‘ . . • . -. • . . •； 
follow-up action is a time consuming process and becomes acute because a tight 
schedule needs to be followed. 
Another potential difficulty that the administrator feel helpless to improve 
is whether the performance review session can really achieve its target objective 
of acting as a communication channel between the supervisors and their 
subordinates. As the review session is closed to the appraiser and the appraisee 
only, the Personnel Department is in no position to exercise its authority to 
monitor the session. Hence, the success of the Performance Review Session 
depends very much on individual appraiser's management style. 
The Central Tendency Effect 
Generally speaking, raters often tend to avoid giving ratees extreme 
performance judgement, that is, extremely high or extremely low values where it 
is a rating scale situation. This unwillingness to use the extreme values means 
that most of the employee's peformance ratings are clustered around the average 
group. In Maersk's case, the extreme values are score 1 and 5, the former is 
defined as "inadequate or poor" while the latter is defined as "exceptional". 
� 
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One way to look at the central tendency problem is by examining whether 
the extreme values have been used. Another way to examine this problem is by 
looking at the percentage distribution pattern of appraisees' rating score. With 
a rating scale of 1 - 5，the percentage distribution of appraisees' scores within a 
certain score or score range could be examined. The more the employees' scores 
are of 2.5, 3 or 3.5, that is, the "Good, Entirely Satisfactory" performance level, 
the greater the problem of central tendency could be concluded, 
i- ... . ‘‘ "'"' � ‘ •‘ •" “ ‘“ . . . . ：二 _ ‘ ^ . • ‘ “ . ‘ ‘ . - . . . 
The Extreme Values Usage Pattern 
From Table 3, both ends of the extreme values are seen in three appraisal 
dimensions in the group of Managerial/Supervisory staff. These three dimensions 
are: "Leadership," "Coaching" and "Creativity". Both the "Initiative" and the 
• ‘ “ • ” , • -- . • ‘ •. '：1 . . . . . . . . . . . 
"Controlling" dimensions recorded the usage of the low-end extreme only while 
the dimensions of "Productivity," "Accuracy," "Timeliness," "Diligence," 
"Dependability," "Overall Performance," "Co-operativeness," "Pleasantness," 
"Attitude," "Loyalty," "Appearance," "Attendance" and "Improvement" recorded the 
usage of the high-end extreme. 
From Table 4, the dimensions where both ends of the extreme values are 
used for the general staff group are "Diligence" and "Attendance". Five 
dimensions experience the usage of the low-end extreme only; they are: 
"Accuracy," "Initiative," "Attitude," "Creativity" and "Ambition". There are eight 
dimensions where only the high-end extreme is used. They are - "Efficiency," 
"Dependability," ••Co-operativeness," "Pleasantness，" "Common Sense," "Loyalty," 
"Appearance" and "Improvement". 
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In both groups of staff, although the appraisers did use the extreme values 
to rate some of the appraisees, they were used very infrequently. 
The Percentage Distribution of Scores 
As shown in Tables 5 and 6，the central tendency problem is quite evident 
for both the managerial/supervisory staff and general staff. In almost all the 
appraisal dimensions, the score points of 2.5, 3 and 3.5 account 
for over 75 
percent of appraisees' scores distribution on the average. The percentage value 
for some dimensions are even higher, up to 80 percent or 90 percent. Only a few 
dimensions shows a lesser degree of central tendency as these dimensions have 
a lower percentage value. For the managerial/supervisory staff, there are three 
of these dimensions: "Attendance," "Timeliness" and "Loyalty". There are also 
I � . • “ ... ,, t V 
three dimensions which exhibit a lesser degree of central tendency; they are 
"Attendance," "Performance" and "Loyalty". 
Strictness and Leniency in Applying the Rating Scale 
The appraisers of the group of Managerial/Supervisory staff tend to be 
more willing to rate their staff a higher score than the appraisers of the general 
staff. From the organization chart in Appendix 2, those who are appraisers of 
Managers or Supervisors are those who hold a more senior position in the 
corporate hierarchy while the appraisers of the general staff are generally the 
appraisees of the first group. 
With reference to Table 7, there appears to be a trend that the appraisers 
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of the first group of staff are more lenient than the appraisers of the second 
group. By referring to the departmental average scores by all appraisal 
dimensions (Appendix 11)，the average scores of Managerial Staff frequently 
exceed the average scores of the general staff. 
Table 8 shows a comparison of the average appraisal scores by individual 
dimensions of the Managing Director and the Senior General Manager. The 
Managing Director seems to be more lenient towards appraising the group of 
Managerial/Supervisory staff when compared to that of the Senior General 
Manager but more strict in appraising the group of General Staff when compared 
to the Senior General Manager. 
Only in the dimensions of "Dependability," "Analytical Power," "Common 
Sense" and "Attendance" did the average score rated by the Managing Director 
on the group of Managerial/Supervisory staff equal or are less than those by the 
Senior General Manager. In contrast, the average scores in the dimensions of 
"Communication Ability" and "Loyalty" rated by the Managing Director on the 
group of General Staff exceed or equal to those of the Senior General Manager. 
Relative Scoring Pattern of the Different Dimensions 
As shown in Tables 9 and 10, the average scores of most appraisal 
dimensions are around the score of 3. This is true for both the Managerial/ 
Supervisory staff and General staff. 
For Managerial/Supervisory staff, the dimensions that the appraisers are 
more generous in giving higher scores to their appraisees are: "Productivity," 
"Diligence," "Loyalty" and "Attendance". This could be seen in Table 9 where the 
r 赞 港 中 文 夫 搭 阅 當 館 餘 
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average score of these four dimensions exceed the high-end margin of the "Good, 
Entirely Satisfactory" performance category (that is, score 3.5). In some 
dimensions, however, appraisers tend to be more prone to give lower scores to 
their appraisees, such as "Creativity," "Motivational," "Controlling" and 
"Counselling". 
In some dimensions, appraisers tend to be able to differentiate their 
appraisees into wider range than on some other dimensions. These dimensions 
are: "Timeliness," "Initiative," "Leadership," "Coaching," "Controlling," "Creativity" 
and "Attendance;" they all have higher standard deviations. 
For the group of General Staff in Table 10, in spite of the absence of any 
average score exceeding 3.5; yet, some dimensions have relatively higher average 
scores than others. Those dimensions whose average scores are higher include 
the following: "Productivity," "Diligence,H "Co-operativeness," "Loyalty" and 
"Attendance" while those whose average scores are relatively lower include 
"Creativity,tt "Flexibility," "Initiative," "Communication Ability," "Ambition" and 
"Common Sense". 
The dimensions where appraisers tend to be able to differentiate their 
appraisees into wider range are "Attendance" and "Loyalty". These two dimensions 
have higher standard deviations than the other dimensions. 
Staff Reaction Towards the Performance Appraisal Exercise 
Some Appraisers，Viewpoint 
The following discussion of staff reaction is based on the personal 
interview with three Maersk's employees. The interview questions are listed in 
\ 
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Appendix 3 and a summary of their responses is presented in Appendix 4. These 
employees could be classified as the middle management or supervisory level 
. �� . • 
within the corporate hierarchy. They are involved in the annual appraisal exercise 
both as appraiser of their subordinate staff and as appraisee to their superior. 
The focus of this section only limit to the personal experience of these three 
persons with regard to their role as the appraiser. 
They have no objection to the present appraisal system used in the 
company. They will perform all necessary steps as required, that is, the rating of 
their subordinates' performance on the different dimensions and conducting the 
performance review session after the rating phase. They find little difficulty in 
completing the appraisal form because they can often ask the Personnel 
Department to explain the ambiguities in case when they do not understand the 
instructions or defintions. They admit that in arriving the scores for individual 
subordinates, the overall impression on their performance have some influence. 
But usually, they will invoke a comparison system among their group of 
appraisees. 
It often took them longer to complete the performance review session than 
the rating phase. With respect to the topic discussed during the review session, 
all the topics listed on the appraisal form are discussed. In addition, the 
appraisers who are relatively younger and better educated tend to discuss more 
topics other that those stated on the appraisal forms. They will tell the 
subordinate the score they have given and will put more emphasis on topics that 
relate to the personal development of their subordinates. 
All the appraisers understand the major use of the performance appraisal 
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is for deciding salary increment for the new calendar year. They think that the 
section for employees to express their training interests as well as the appraisers' 
suggestion for training may be used by the Company to develop training 
programme. For the purpose of performance feedback, this idea is more 
accepted by the younger, better educated appraisers. The appraiser who has been 
with the company for a very long time seems not so receptive to the idea of giving 
feedback to his subordinates. He never tell his subordinates the scores he has 
given during the review session. 
I a • / 
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CHAPTER m 
PERFORMANACE APPRAISAL SYSTEM 
-PRINTED CIRCUITS INTERNATIONAL 函 
-(HONG KONG) LIMITED - , 
History of the Performance Appraisal System 
The performance appraisal system was in force since the company first 
established itself in 1979. The appraisal forms were introduced when the 
company hired a management consultancy firm to structure the job organization 
and position ranking when it first started to operate. There are two types of 
appraisal forms, one for those whose job levels are below level 6, as shown in 
Appendix 5. The other is for employees whose job levels are 6 or above, as 
shown in Appendix 6. Staff with job levels of 6 or above are mostly managers or 
department heads. However, other staff may have acquired this job level because 
of seniority in company. For example, the secretary of the Managing Director was 
at level 6 because she has been with the company since 1979. The appraisal 
forms have been used since its first introduction and no amendments have ever 
been made to its format or content. 
� 
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Procedures of the Performance Appraisal Exercise 
T h e Performance Appraisal Form is used for several purposes: post-
probation confirmation, for regular and special salary adjustment and for 
promotion decisions. The regular performance appraisal exercise (which include 
salary review) is performed twice a year for all factory workers; during June and 
December. For all other employees, the regular appraisal is performed once a 
year, in December. 
In the first week of December (and June) of each year, the Appraisal 
Forms, copies of the Performance Counselling - Employee Notes Form2 0 , shown 
in Appendix 7，and a schedule of deadlines for appraisal completion are 
distributed by the Administration Officer directly to each person who need to 
complete the appraisal forms. Each appraiser is given three weeks' time to 
.1 
complete the appraisal and the performance counselling session with the 
appraisee. The appraiser is required to pass the Performance Counselling -
Employee Notes Form to the appraisee at least one week before the counselling 
session takes place. By the end of the third week, all completed appraisal forms 
and performance counselling forms are returned to the Administration Officer for 
further action. 
Upon receipt of the completed appraisal forms, the Administration Officer 
will compute the salary increment for each employee according to a pre-
The Performance Counselling - Employee Notes has a Chinese version which is distributed 
to employees whose English proficiency is not adequate to understand the English version. 
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determined increment scale21. This pre-determined increment scale is divided 
into two components: a cost-of-living increment and a merit increment. The cost-
of-living increment will be awarded even if the employee's performance is poor 
or below average, but no merit increment will be awarded. The merit increment 
scale is arranged in ascending order of percentage points that corresponds to 
different Total Scores in the appraisal. The higher the scores, the higher the 
percentage points. The total scores are divided into five performance levels 
shown as follows: 
PERFORMANCE LEVEL TOTAL SCORE POINTS 
POOR 0 - 29 
BELOW A V E R A G E 3 0 - 44 
‘ … A V E R A G E 4 5 - 56 
5 7 - 69 
ABOVE A V E R A G E 7 0 - 8 0 
81 - 84 
EXCELLENT 85 - 92 
93 - 100 
New salary will be written on the appraisal form by the Administration 
Officer and the recommended joB promotion is written by the appraiser. With the 
final approval given by the Managing Director, the new salary and/or job title will 
be effective in January and/or July. Separate letters notifying the employees of 
their new salary and/or job titles will be sent to each employee while the 
appraisal forms will be filed in each employee's personal file. 
2 1 This pre-determined increment scale is prepared by the Administration Officer based on the 
inflation rate of the economy and agreed upon by the Managing Director before the commencement 
of each appraisal exercise. 
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The Appraisers and the Appraisees 
All employees including factory workers, production staff and office staff 
have to be appraised, except the Managing Director. All employees' performance 
appraisals are done by their immediate superiors, with one exception. It is the 
case of the Store Assistant. Although the Store Assistant received most of his 
working instructions from the Store Supervisor, it is the Purchasing Manager who 
completed his appraisal 
T h e common hierarchy of appraisal for Printed Circuits International 
(Hong Kong) Limited is shown in Figure 2 while details of the reporting channel 
could be referred to the organization charts in Appendices 8 and 9. 
Steps of the Appraisal Exercise 
After completing the rating sections of the appraisal forms - Part I of the 
Appraisal Form for Levels 7 and 8 employees and Parts I � I I , III and IV of the 
Appraisal Form for employees of Level 6 or above, the appraiser has to arrange 
the "Performance Counselling Session" with the appraisee. Before 
commencement of the session, the appraiser is expected to read over the 
) . 
"Performance Counselling - Employee Notes" written by the appraisee. 
Topcis to be discussed during the session include the rating that the 
appraiser has given the appraisee as well as all issues written on the Employee 
Notes. The appraisee，s reaction and other comments have to be recorded on the 
appraisal form. After the session, the appraiser has to pass the completed 
appraisal forms and the Employee Notes Form to the Administration Officer for 
. . % .—— .. . ^ � . � � , ' v 
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further action. 
Uses of Performance Appraisal 
Since salary incresase depends on the total appraisal score one could 
attain, salary decisions are undoubtedly the major use of the performance 
appraisal. Equally important is the promotion decision, as each promotion 
(whether it is a regular semi-annual，regular annual or a special one) requires the 
support of a performance appraisal before the Managing Director would consider. 
The existence of the Performance Counselling session serves to act as a channel 
where the superior could give performance feedback to their subordinates while 
the subordinates could at the same time express his or her own job expectations 
to the superior. Probably due to the size and nature of the company, less 
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emphasis is placed on using information from performance appraisal and the 
counselling session to prepare future training or career plans for the employees. 
The Performance Appraisal Form - The Format 
There are two types of appraisal forms. The first set of Appraisal Form 
(for Levels 7 and 8 employees) contains four pages and is divided into three parts. 
There are no instructions provided as to how to complete the appraisal form. 
Part I consists of eight different appraisal dimensions of which the appraiser has 
to give a rating for all his or her appraisees. These eight appraisal dimensions 
are "Job Knowledge," "Productivity," "Adaptability," "Planning," "Attitudes," “ Co-
operat ion/Team Work," "Attendance" and "Communication". 
* i 
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Part II is reserved for recording the appraisee's reaction towards the rating 
as well as other comments. The is to be completed immediately after the 
� . 1 .. • ,1 ' . 
Performance Counselling Session has been held. Part III is where the job 
promotion decision has to be decided. 
The second set of Appraisal Form (for employees of Level 6 or above) is 
entirely different f rom the first set. It has a total of 6 pages with the first 2 pages 
providing instructions to the appraiser in completing the appraisal form as well 
as guidelines to conduct the appraisal interview. The appraiser has to fill in the 
r . ... , " ,, ...,, . ., . . . • • “ 
first four parts: Performance Rating, Improvement in Performance, Promotability 
and Placement before beginning the appraisal interview. 
In the Performance Rating Section, the appraiser has to rate the appraisee 
on three dimensions, namely the Management Performance Rating, the Technical 
Performance Rating and the Overall Performance Rating. The remaining 2 parts 
will be completed by the appraiser after the appraisal interview has been 
conducted. Topics that need to be discussed with the appraisee are printed on 
the appraisal form to assist the appraiser. 
The Appraisal Process - The Rating Scale 
For each of the eight appraisal dimensions in the Appraisal Form for 
Levels 7 and 8 employees, a list of statements describing job-related situations is 
provided for each dimension. The number of statements for each list range f rom 
three to five, for example, the "Attitude" dimension has four statements while the 
dimensions of "Co-operation/Team Work" and "Attendance" have three 
statements; the remaining dimensions have five statements each. The apppraiser 
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has to choose one statement that best describes his or her observation of the 
performance of the appraisee. 
After he/she has chosen the relevant statement, he /she has to give a score 
not exceeding the maximum as stated for that particular statement. Each 
appraisal dimension is given a scoring range. There are two scoring range 
schemes, the first is 0 - 20, and the other is 0 - 10. The first two dimensions: 
"Job Performance" and "Productivity" utilize the first scheme while the remaining 
six dimensions utilise the second. 
The two scoring range scheme could be classified into three, four and five 
sub-level scoring ranges that are identified by the pre-determined maximum score 
points for each of the job situation. The presence of such sub-level scoring range 
enables the appraiser to distinguish the best from the worst performers within the 
same performance level. j L , 
By summing up the scores from the eight dimensions, one could obtain the 
total score which form the basis for merit increment. Theoretically, the maximum 
total score one could attain is 100. This is possible if the employee is an excellent 
performer and score the maximum on all the eight dimensions. It is equally 
possible that the employee is such a poor performer that he scores a zero on all 
dimensions. Then, the tot^l score is 0. Within the total score of 100 points, both 
the Job Knowledge and Productivity dimensions take up 20 points each, leaving 
60 points to be shared by the remaining six dimensions. This means that the first 
two dimensions carry a heavier weight in the appraisal process. 
For the Appraisal Form for employees of job level 6 or above, there are 
only three appraisal dimensions: "Management Performance Rating", "Technical 
K 
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Performance Rating" and "Overall Performance Rating". The rating scale range 
is 1 - 5 with definition of what is considered to be worth a score of 1 
(outstanding) or 5 (unsatisfactory). Though there are three additional anchor 
points, ie., 2 for superior, 3 for competent, 4 for marginal, the appraisers can have 
absolute discretion as to rate the appraisee any score point as long as it is within 
the range of 1 - 5 , such as 2.7 or 4.2. In addition to the score, the appraiser has 
to put in writing to support how he has come to such a score for all the three 
dimensions. 
• ... " , .:. ( * � , 
The Type of Appraisal 
The Appraisal Form for Levels 7 and 8 employees could be regarded as 
an adaptation from the BEHAVIOUR-ANCHORED RATING SCALE appraisal 
method. For each dimension, provision of specific job-related situations can assist 
the appraisers to visualize the picture as to fit the appraisee,s job performance 
behaviour into the situations. This method helps to reduce some of the 
subjectivity caused by the rating scale alone. 
The Appraisal Form for employees of Level 6 or above is just a rating 
scale method plus some degree of essay type approach (possibly critical incidents 
approach) since the appraiser has to cite specific examples that have led to the 
derivation of a certain score point. 
The issues discussed (as suggested by the Performance Review - Employee 
Notes) during the Performance Review Session indicates some attempt to use the 
Management By Objective as an appraisal method, but no concrete evidence 
could be obtained from the appraisal results that are based on objectives set in 
^ A 
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the previous year. 
Difficulties in Administering the Appraisal Exercise 
Most of the difficulties stem from the time factor. Non-observance of the 
deadline by a few appraisers to submit the completed appraisal forms happens 
every year. Each year during the appraisal exercise, the Administration Officer 
has to follow-up very closely on this matter. There seems to be less problem in 
, terms of incomplete appraisal or misuse of the rating scales mainly because the 
system has been in use for quite some years and most of the appraisers have been 
exposed to this for a very long time. However, some difficulties did arise in 
organizing meaningful and constructive performance review sessions with junior 
' i . . . . . 
level staff and it is even more difficult in applying to the factory workers. 
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The Central Tendency Effect 
In the case of Printed Circuits International (Hong Kong) Limited, there 
are two definitions of extreme values. For employees of Level 6 or above, the 
extreme values can be defined as score 1 denoting "outstanding" performance and 
score 5 denoting "unsatisfactory". For employees of Level 7 or below, the 
statements in each appraisal dimension are arranged in a progressing order f rom 
an extremely worst situation (the first statement) to an extremely good situation 
(the last statement). Hence the extreme values in this case would be the first and 
the last statement of each dimension's list of job situations. 
The percentage distribution of appraisees，rating scores are viewed in two 
\ 
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ways. The first one is the percentage value taken up by the middle point of the 
rating scale and the second one is the percentage value taken up by some score 
range around the mid-point. 
Fo r employees of Level 6 or above, the mid-point of the rating scale is 
score point 3 and the mid-point range is 2.1 - 3.9, taking into account the 
flexibility appraisers have in giving scores other than the stated 5 anchor points 
(1，2，3，4 or 5). As for employees of Levels 7 and 8, there are two mid-point 
scores, one is 5 and the other is 10，which belong to the 0 - 10 and 0 - 2 0 rating 
scale respectively. The mid-point range for the 0 - 1 0 rating scale is 4 - 6, and for 
the 0 - 2 0 rating scale, the mid-point range is 8 - 1 2 . Since the ratio of the 0-20 
to the 0 - 10 rating scale is 2:1, the ratio of the mid-point range of these two 
‘ i rating scales is maintained. 
The Extreme Values Usage Pattern 
As shown in Table 11，there are eight appraisees in this group and all of 
them are appraised by a single person: the Managing Director. The actual range 
used by the Managing Director in the "Management Performance Rating" is score 
2 to 4. For the "Technical Performance Rating" the actual range is score 2 - 3， 
and the actual range of "Overall Performance Rating" is score 2 - 3.5. In all the 
three appraisal dimensions, the lowest limit of reference is score 2, which is 
defined as "Marginal" performance. The Managing Director has not used any of 
the extreme ends of the rating scale. 
From Table 12 where the actual distribution of appraisal results for Office 
Staff is shown, only three dimensions display the use of extreme situations. For 
. . . . ‘ ‘ ‘ * ‘ 
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both the dimensions of "Planning" and "Co-operation/Team Work", only one out 
of a total of nineteen appraisees are appraised by using the first situation. For 
the dimension of "Attendance", however, eighteen out of nineteen appraisees are 
appraised by the last situation. 
The actual distribution of appraisal results for Production Staff is shown 
in Table 13. In this group of staff, there are also three dimensions where the 
extreme situations are used. For the dimension of "Job Knowledge", only one out 
(• . . . . . . . .... . . . . . . . . . . . 
of a total of fourteen appraisees are appraised by using the fifth situation. For 
the dimensions of "Co-operation/Team Work", both the first and the last 
situations are used. And for the dimension of "Attendance", however, all 
appraisees are appraised by the last situation. 
s For the group of Factory Workers, the extreme situations are only seen in 
two dimensions, as shown in Table 14. Five out of seventy-two appraisees are 
appraised oil the last situation for the dimension of "Co-operation/Team Work". 
In the "Attendance" dimension, fifty-six out of seventy-two appraisees are 
appraised on the last situation. 
In all three groups of employees (Levels 7 and 8)，the appraisers are 
reluctant to use the extreme values to appraise their appraisees in certain 
dimensions such as ^ "Productivity," "Adaptability," "Attitudes" and 
"Communication". All are however quite willing to use the G O O D situation to 
appraise their staff for the "Attendance" dimension. 
The Percentage Distribution of Scores 
For employees of Level 6 or above, the average percentage of appraisees. 
s 
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score distribution within the mid-point range is 75%, as shown in Table 15. 
Referring to Tables 16 and 17，the percentage values of Level 7 and 8 appraisees， 
= • 、 . , . . . 
score distribution within the mid-point range are 67.76% and 79.07 % for office 
staff and production staff respectively. The central tendency problem is present 
in both groups of employees. However, the dimension "Attendance" shows no 
central tendency since its percentage distribution value within the mid-point range 
is the lowest . It may be because the nature of this dimension is more non-
judgemental than all the other dimensions. 
From Table 18, there is a cluster of appraisees' total scores in the category 
of Average Performance Level, ie. total score points that range f rom 45 to 69，for 
both the production and the office staff. This category accounts for 73.68% and 
, 94.19% of all appraisees' total scores for the office staff group and the production 
staff group respectively. In fact, most of the appraisees' scores are accounted for 
by the first sub-class of this category. The cluster of appraisees' scores in the 
average category means that a large proportion employees are awarded the same 
amount of merit increment. 
Strictness and Leniency in Applying the Rating Scale 
The twelve appraisers who have to complete the appraisals for their 
employees of job level 7 or below are compared to investigate the relative 
leniency and strictness among them in rating their subordinates. Table 19 shows 
the Rank Order of Appraisers by Descending Order of Average Acore by 
Individual Appraisal Dimensions. There is a general trend that the appraisers 
f rom the Production Unit are more lenient than the appraisers f rom the Office 
� 
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Unit. Although the Administration Officer and the Chief Accountant of the 
Office Unit are relatively more strict than other appraisers, they are however 
more able to differentiate the performance of their subordinates over a wider 
range of score. As shown in Table 20, scores provided by the Administration 
Officer and Chief Accountant have the greatest standard deviations. 
Relative Scoring Pattern of the Different Dimensions 
With respect to the the group of employees of Level 6 or above, scores of 
all the three appraisal dimensions seem to cluster in the middle range of the 
scale, as illustrated by the similar average score and slight difference in their 
standard deviations in Table 22. 
t . ,. 
Regarding the appraisal system for employees of Levels 7 and 8, only one 
. ^ ‘ ； ； , - . 
dimension has a scoring pattern significantly different f rom the other dimensions. 
As shown in Table 23, while the average score of all other dimensions are 
clustering in or within the mid-point range, the average score of the dimension 
of "Attendance" is significantly higher than the mid-point range. Excluding the 
standard deviations of "Job Knowledge" and "Productivity" because they are on a 
different rating scale, the "Attendance" dimension has the highest standard 
deviation meaning that appraisers are evaluating their appraisees on a much 
wider range. 
Staff Reaction towards the Performance Appraisal Exercise 
Some Appraisers' Viewpoints 
‘ . v • . i ., i 
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The following discussion of staff reaction is based on the personal 
interview with two employees, one from the office section and the other is from 
the production section. Summary of their responses to the same set of questions 
were presented in Appendix 10. They could be grouped as the middle 
management and supervisory level staff respectively. -They are involved in the 
annual appraisal exercise both as appraiser of their subordinate staff and as 
appraisee to their superior. One of them has to perform the role of appraiser 
twice a year because she is the Supervisor of all the factory workers of the 
Imaging and Screening Section. The focus of this section only limits to the 
personal experience of these two persons with regard to their role as the 
appraiser. 
» They have no objection to the present appraisal system used in the 
company. They will perform all necessary steps as required, that is, rating their 
subordinates' performance on different dimensions and conducting the 
performance counselling session after the rating phase. They found little difficulty 
in completing the appraisal form because they have done it many times. They 
admit that the general impression and specific job behaviours performance have 
exerted some influence in their decision to give a specific score to their 
subordinates. But usually, th6y will invoke a comparison system among their 
group of appraisees. 
It often takes them longer to complete the performance counselling session 
than the rating phase. With respect to the topic discussed during the counselling 
session, the two appraisers that are interviewed indicate that they will let the 
appraisee know the scores during the performance couselling session. More than 
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often, if the appraisees，performance is not up to standard, they would tell the 
appraisees right away and what is expected from the appraisee in the next year. 
Seldom would they touch on the training and development path the company has 
for the employees, although they will ask the appraisees about their training 
interests. 
All the appraisers know the major use of the performance appraisal is for 
deciding salary increment and promotion. For the purpose of performance 
feedback, the two appraisers that are interviewed are actually applying this into 
their real practice. 
'： r . ' ' '." • 
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CHAPTER IV 
CONCLUSIONS AND RECOMMENDATIONS 
From the previous discussion of the Performance Appraisal Systems of two 
medium-sized Hong Kong companies, it is encouraging to learn that sojae Hong 
Kong companies have quite formal and systematic performance evaluation 
practices. Although it is premature to argue that there is widespread usage of 
such systematic practices in Hong Kong companies. It appears to be a natural 
' ： t . . . . . . 
development for local branches of western companies to adopt any suitable 
business practices from the parent company. 
With these two companies as examples, it is reasonable to conclude that 
it is possible to install systematic performance appraisal practices in the local 
context. In the following paragraphs, we will summarize the design, problems and 
some of the systems of the two companies. Recommendations to further improve 
their systems may serve as references for other local business to adopt a more 
. ‘ . . ' . ' • . .. / .... 
sophisticated performance appraisal system. 
Design of the Systems 
The performance appraisal systems of both companies are in fact very 
comprehensive. Not only are appraisal forms pre-printed in a standardized 
A, . .,，\ ‘ 為 
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format, the appraisal methods are quite sophisticated, such as the Behaviour-
Anchored Rating Scale Method used by one of the companies. 
The appraisal systems of both companies are designed basically for 
achieving the administrative purpose, such as making salary recommendations and 
job promotion decisions. As both companies have built in the performance 
review session as an indispensable part of the appraisal exercise, the couselling 
purpose of appraisal is recognised formally by the company. 
Maersk Hong Kong Limited 
The Performance Appraisal System of Maersk Hong Kong Limited is a 
standardized system as the same appraisal method and the same form is applied 
to all positions in the company, except that general staff need not be appraised 
on some management-related appraisal criteria. The rating scale is relatively easy 
to be used by the appraisers. It is divided into five different performance levels, 
with each score point representing one level. There are two additional score 
points for the level of "Good, Entirely Satisfactory" performance, each has a half 
point difference spreading both sides from the score point 3. Such arrangement 
increases the effective anchor points of Maersk,s rating scale from five to seven. 
Printed Circuits International (Hong Kong) Limited 
The Performance Appraisal System of Printed Circuits International (Hong 
Kong) Limited is even more elaborate and comprehensive as two different 
appraisal methods and forms are designed to cater for different job-holders. For 
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those holding managerial positions, one of their prime responsibilities is to 
manage their subordinates. Hence the criteria to evaluate their performance are 
different from those that evaluate a general clerk or a production worker. For 
example, the performance of employees of Level 6 or above are evaluated on 
three dimensions only: "Management Performance Rating," "Technical 
Performance Rating" and "Overall Performance Rating". Such arrangement 
recognises the difficulty in clearly specifying a "Manager's" job due to its diversity. 
In contrast, the performance of other employees (Levels 7 and 8) are appraised 
... • • . • . • ,.... ...... ... .. . ‘ ‘ f 
on eight dimensions which could be generally grouped as job-related trait-related 
job factors. 
, Problems of the Performance Appraisal Practices 
Job-Relatedness and Job-Relevancy of Appraisal Criteria 
The issue of job-relatedness of appraisal criteria which is a common 
problem in performance appraisal practice are also faced by these two companies. 
Although both companies tried to evaluate the employees' performance on factors 
that seem to be job-related, but quite a lot of those appraisal criteria are not. 
Job-related factors are those factors that are critical to successful completion of 
a job, hence the job-related factors for a particular job may not be the same for 
another job. Applying the same kind of performance dimensions on all job 
positions in the company means that the problem of job-relevancy will inevitably 
occur. Even if the appraisal dimensions are relevant to different jobs, seldom do 
they take a equal weight in affecting one's successful performance of a job. 
� 
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Room for Subjective Judgement 
Almost all of the appraisal dimensions evaluated by the two companies 
could be classified as either "Behaviour-based" or "Trait-based" performance 
dimensions. None could be identified as a "Results-oriented" type of Job 
Standard where a yardstick could be specified clearly in order to measure one's 
performance. The descriptive wordings of the performance dimensions are often 
ambiguous and the explanations provided are not precise enough, these would 
easily lead to a wide variety of interpretations of the dimensions by the appraisers. 
• The problem of subjectivity is inherent in the appraisal systems of both 
companies, although the Behaviour-Anchored Rating Scale of one company tries 
• J i . . 
to alleviate the problem, but it suffers from insufficient coverage of all essential 
.. 
behaviours of the job. 
Low discriminatory Power 
The results of appraisal score distribution of both companies display yet 
another common problem in performance appraisal. The appraisal systems and 
the appraisers of both companies are unable to discriminate employees into 
discrete, segregated classes of performance which in turn lead to inability to 
reward employees differentially based on their performance assessment. In both 
companies, the average or satisfactory performance class on the average account 
for over three-quarters of appraisees，performance rating. When salary 
adjustment is tied to one's performance, that means a large proportion of 
� 
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employees will be receiving the same level of salary adjustment. Such problem 
reduces the effectivenss of one major motivational tool of management. 
. 1 . , 
Quality of Performance Review Session 
Although the "Performance Counselling/Review Session" is officially 
incorporated as an indispensable part of the entire appraisal exercise and despite 
the presence of supporting tools such as the "Performance Counselling -
.. . . . i . .' ' . • ： ..-. . : : . . ' '、 , - . • . 
Employee Notes" used by one of the company, it is doubtful whether good quality 
review session could be organised, especially when no training are provided to 
prepare the appraisers to correctly handle the performance review session. It is 
highly probable that the "counselling" objective of the whole session could not be 
) 
achieved. As the success of any performance review depends much on both the 
appraisers and the appraisees in adopting the right attitude towards the session. 
Hence, without a properly designed company-wide programme that could instill 
the commitment of all levels of staff, the quality of performance review session 
cannot be guaranteed. 
Recommendations 
In view of the presence of repeated operational problems as well as other 
issues such as the quality of the Performance Review Session, both companies 
need to improve their management of the perforamnce appraisal system in a pro-
active and integrative manner. 
First of all, to remedy some of the imminent problems, pre-appraisal 
4 
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training sessions cannot be spared. Issues to be addressed during the training 
sessions should include familiarizing appraisers with the company's appraisal 
f � . • . • . 
system, convincing them of the uses of and the benefits derived from a effective 
appraisal system, clarifying the misunderstandings that appraisers may encounter 
during the appraisal process, forewarning of any possible pitfalls or incorrect 
judgement in appraising employees, and providing assistance and guidance to 
V � 
appraisers in handling the performance review session properly. Format of the 
training sessions could be in a series of workshops which include lectures, 
discussions and role-playing sessions. As the appraisal involves both the 
appraisers and the appraisees, the training need not be limited to appraisers only. 
On a longer term basis, both companies should consider the possibility of 
� c u l t i v a t i n g a co-operative and supportive attitude into employees' mind towards 
the appraisal exercise. In order to instill employee's confidence in the company's 
commitment and dedication towards the goal of implementing a effective 
performance appraisal system, all company's human-resources policy or action 
have to be consistent with the results of the appraisal. This may help reinforce 
employees' faith in the company's appraisal system. In time, congenial support 
from all levels of staff could be drawn and the "FORCED" feeling of complying 
with company's policies would be eliminated. 
There are a few specific areas in which the two companies can consider as 
an improvement to their current appraisal system. 
One option available to Maersk Hong Kong Limited is the changing of the 
current seven-anchors-five-pointed rating scale into a seven-anchors-seven-pointed 
rating scale. The current configuration of the rating scale may be one reason that 
4 
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leads to such a high clustering of employee's performance within the middle 
performance category. The current settings may induce appraisers to use the 
"Tiercing" approach. There are two steps in this approach, appraisers will first 
rate their subordinates by the five performance levels, and afterwards, they will 
fine tune the ratings of the group of subordinates who have been rated in the 
satisfactory performance category by using the two additional score points. 
Another area which Maersk Hong Kong Limited can improve on is the 
issue of Job-Relatedness and Job-Relevancy of the appraisal criteria. In the 
appraisal system of Maersk Hong Kong Limited, the number of appraisal criteria 
to be evaluated are numerous. Some may not be relevant to the appraisees’ 
current jobs but may be relevant for other jobs that the appraisees probably will 
i have the opportunity to be promoted to in the future. So, when the appraisers 
are evaluating their subordintes on the factors that are not-relevant to the 
appraisees current job, they are in fact assessing the potential of their 
subordinates. Hence, the Personnel Department should work together with other 
company members to agree on the common as well as specific performance 
dimensions that are related and relevant to all the different job positions in the 
company. In addition, both the Personnel Department and other staff member 
of the Company can work together to develop more "Non-judgementar types of 
appraisal criteria to replace existing ambiguously defined traits criteria. 
Salary increases can serve as a positive motivator and reinforcer to good 
performance, and performance should rightfully be assessed on the appraisees, 
past behaviour and results on current posting, not future posting. So the Personnel 
Department must ensure that all salary decisions are based on ratings of job-
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related factors of the appraisee's current job. It is equally essential for both the 
appraisers and the appraisees to know this principle. 
As for Printed Circuits International (Hong Kong) Limited, it would be 
relatively easy to incorporate the Management by Objective (MBO) type of 
appraisal method into their current appraisal system for employees of Level 6 or 
above. The Managing Director can make use of the objectives as suggested by 
the Performance Counselling - Employee Notes as a starting point for setting 
goals for the coming year as standards for next year's performance appraisal. With 
I 於, 
respect tp the appraisal method used in appraising the performance of employees 
of Levels 7 and 8，it could further be improved by putting in more behaviour-
relevant benchmark incidents. In other words, if the score range is 0 - 20, there 
, a r e to be 21 job-related incidents that belong to that particular appraisal 
dimension. 
Limitations of Study 
As the present project is on two case studies, the approach adopted in 
conducting the study is more of a qualitative than of a quantitative nature. Such 
qualitative approach limits the possibility of emloying sophisticated statistical 
techniques that might be potentially useful in better understanding the severity of 
the various biases in the real practice of performance appraisal. However, the 
strong central tendency bias revealed by the appraisal results of the two 
companies may reduce the meaningfulness of using sophisticated statistical 
techniques such as factor analysis to detect the halo effect. 
With respect to understanding the general situation in the application of 
^ 
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the concept performance appraisal in Hong Kong, the ability of the present study 
in making such inferences is rather weak, because the analyses are limited to the 
. ,�� -• ... 
realistic experiences of two companies only. Statistically speaking, they are not 
representative enough. Moreover, both companies in the present study have a 
"Western origin", they are local branches of foreign companies, they are relatively 
more receptive to the "Western" idea of performance appraisal than their local 
counterparts. For genuine, local companies, it may not be as easy as in these two 
companies to establish and implement such elaborate performance appraisal 
system. 
Notwithstanding the informative and detailed description of the 
performance appraisal systems of the two companies, the study could be made 
, m o r e comprehensive if the viewpoints of all parties involved in the appraisal 
exercise are considered. In the present study, information are obtained from the 
administrators and appraisers only, hence, the viewpoints of the appraisee are not 
reflected. Due to the limited time availability of appraisers, only a few are 
selected to attend the interview session. Without any formal selection criteria in 
choosing the appraisers, personal biases are therefore inevitable, especially in 
cases where the appraisers are suggested by the administrators of the two 
companies. And the comments expressed by these few appraisers could not be 
generalized to be representative for the entire company. 
� 
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TABLE 1 
SUMMARY OF COMMON TYPES OF NON-COMPARATIVE 
APPRAISAL METHODS 
TYPES OF METHODS BRIEF EXPLANATION 
CHECK LIST METHOD From a list of statements/words, the 
rater chooses those best describe the 
s ratee's performance and characteristics. 
， RATING SCALE METHOD The rater has to provide a subjective 
eva lua t ion of an individual’s 
performance along a numerical scale 
by indicating the degree to which the 
individual's performance belongs to. 
Graphic Rating Scale This method assesses a person on the 
quality and quantity of work and on a 
' , variety of other factors that vary with 
the job, usually include personal traits 
and specific performance items along a 
line on a continuum from high to low. 
Forced Choice Rating Scale The raters have to choose among 
groups of statements which are in pairs 
about job-related behaviour, (each pair 
of statement is worded from relatively 
favourable at one end to relatively 
unfavourable at the other). Those 
which best fit and those which least fit 
him are selected by the rater. 
Behaviour-Anchored Rating Scale3 The simple numerical and adjectival 
B A R S anchors are replaced by descriptions of 
relevant job-related behaviours that 
reflected varying levels of effectiveness 
on the performance dimension. 
3 A typical BARS instrument consists of a series of vertical scales, one for each performance 
dimension, which are anchored by incidents selected after systematic analysis of job requirements. 
The behavioural anchors are ususally worded in a "would be expected to" format. The rater is asked 
to predict or to infer behaviour on the basis of the rater's past observation of the ratee's work 
performance. 
A 
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TYPES O F METHODS BRIEF EXPLANATION 
ESSAY TYPE M E T H O D This technique asks the rater to write 
a paragraph or more covering an 
individual's strength, weakness and 
potential and the rater's suggestion for 
improvement. It may take a free-essay 
form or a controlled-report form with 
headings or guidelines for completion 
provided. 
CRITICAL INCIDENT APPROACH In this approach, the rater has to 
record actual incidents of positive 
(good) a n d / o r negat ive (bad) 
behaviour related to performance 
occurred during a given review period. 
FIELD REVIEW APPROACH A member from personnel department 
( G R O U P J U D G E M E N T APPROACH) "goes into the field" and meets with 
- small groups of raters and goes over 
each employee's rating with them to 
identify inter-rater disagreement and to 
help them to arrive at a consensus 
among the different raters. 
MANAGEMENT BY OBJECTIVEb This is a process where both the rater 
MBO and the ratee jointly identify common 
goals and define each individual's 
major area of responsibility in terms of 
the results expected of h im/her and 
use these as measures for assessing the 
performance of the ratee. 
S E L F APPRAISAL This is when employees evaluate their 
own performance by themselves. 
b 
MBO belongs to the results-oriented type of appraisal methods. It concentrates on specific 
accomplishments and outcomes achieved as a result of job performance rather than on job 
behaviours. Job performance is viewed as a series of expected results which can be compared with 
actual performance results. Evaluation is based on how goals and objectives have been met in 
relation to predetermined standards. 
、 
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TABLE 3 
SUMMARY OF COMMON TYPES OF COMPARATIVE 
APPRAISAL METHODS 
TYPES OF METHODS BRIEF EXPLANATION 
RANKING METHOD This procedure requires the rater to 
list each employee in order of merit 
from the best to the worst. Usually a 
single global performance trait is used 
to estimate the employee's overall 
effectiveness to the organization. 
Alternation Ranking The rater first selects the best 
employee from a list of names, and 
after selection, this person's name is 
deleted from the list, then, the rater 
j goes on to select the worst employee 
from the remaining list of names; again 
deleting this name from the list; the 
process goes on until all names are 
crossed out from the list. 
Paired Comparison Ranking Raters have to compare every possible 
pair of individuals in the same group, 
rating which of the two is the "better" 
employee. The basis for the decision 
may be in terms of overall job 
performance or one specific 
performance trait. A rank order is 
obtained from the number of times 
each individual is selected as the better 
of a pair. 
Forced Distribution Method Raters are required to sort employees 
into different classification by forcing 
the overall intended or pre-determined 
distribution pattern (eg. normal 
distribution having a bell-shaped 
curve). 
、 
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TABLE 3 
FREQUENCY DISTRIBUTION OF APPRAISAL SCORES 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED 
” — — — — — — — — — — — — — — — — — — — — I nrr 
TOTAL 
ANCHOR POINTS OF THE RATING SCALE NUMBER 
APPRAISAL DIMENSIONS 1 2 2.5 3 3.5 4 5 OF 
APPRAI-
SEES 
PRODUCTIVITY 0 1 3 15 33 25 2 79 
ACCURACY 0 1 5 19 39 13 2 , 79 
TIMELINESS 0 3 5 24 28 15 4 79 
DILIGENCE 0 0 5 12 23 35 4 79 
EFFICIENCY 0 2 7 16 35 19 0 79 
INITIATIVE 1 5 9 23 27 14 0 79 
DEPENDABILITY 0 2 6 17 26 27 1 79 
OVER. PERFORMANCE 0 1 6 11 34 19 1 72 
� P L A N N I N G 0 4 10 27 29 9 0 79 
ORGANIZING 0 3 13 22 27 14 0 79 
LEADERSHIP 1 5 12 23 28 9 1 79 
MOTIVATIONAL 0 3 16 27 . 24 9 0 79 
COACHING 1 3 12 23 25 14 1 79 
CONTROLLING 1 4 12 27 24 11 0 79 
COUNSELLING 0 4 12 29 26 8 0 79 
COOPERATIVENESS 0 1 3 17 35 21 2 79 
PLEASANTNESS 0 0 2 25 40 10 2 79 
COMM. ABILITY 0 2 8 23 32 14 0 79 
ATTITUDE 0 0 3 21 37 16 2 79 
CREATIVITY 1 5 16 25 25 6 1 79 
COMMON SENSE 0 0 3 30 27 19 0 79 
FLEXIBILITY 0 2 10 31 30 6 0 79 
ANALYTICAL POWER 0 0 12 30 25 12 0 79 
LOYALTY 0 0 2 6 39 25 7 79 
APPEARANCE 0 0 4 32 27 14 2 79 
AMBITION 0 3 9 26 33 8 0 79 
ATTENDANCE 0 1 4 16 21 32 5 79 
IMPROVEMENT 0 3 6 24 39 6 1 79 
Source: Company data, 1990. 
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TABLE 4 
FREQUENCY DISTRIBUTION OF APPRAISAL SCORES OF 
GENERAL STAFF OF MAERSK HONG KONG LIMITED 
TOTAL 
ANCHOR POINTS OF THE RATING SCALE NUMBER 
APPRAISAL DIMENSIONS 1 2 2.5 3 3.5 4 5 OF 
APPRAI-
SEES 
PRODUCTIVITY 0 6 14 84 90 43 0 237 
ACCURACY 1 10 29 105 74 18 0 237 
TIMjELINESS 0 7 36 102 75 17 0 237 
DILIGENCE 1 4 19 80 94 33 5 236 
EFFICIENCY 0 7 27 104 81 17 1 237 
INITIATIVE 1 12 50 98 56 20 0 237 
DEPENDABILITY 0 8 46 99 58 24 2 237 
OVER. PERFORMANCE 0 6 29 96 66 36 0 233 
PLANNING - - - - - . • . 
. O R G A N I Z I N G - - • - . . : 
LEADERSHIP • - - - - • • • 
MOTIVATIONAL - - - - - : 一 _ 
COACHING * 一 - - - • - • 
CONTROLLING - - • - - _ • . 
COUNSELLING - - . - � • • • 
COOPERATIVENESS 0 4 9 92 95 35 2 237 
PLEASANTNESS 0 2 22 92 98 21 2 237 
COMM. ABILITY 0 6 46 120 55 10 0 237 
ATTITUDE 1 5 18 106 86 21 0 237 
CREATIVITY 1 17 75 91 45 5 0 234 
COMMON SENSE 0 12 38 116 56 14 1 237 
FLEXIBILITY 0 12 56 95 65 9 0 237 
ANALYTICAL POWER 0 14 70 96 45 11 0 236 
LOYALTY 0 0 21 83 78 41 6 229 
APPEARANCE | 0 4 15 126 74 17 1 237 
AMBITION 1 11 45 103 57 18 0 235 
ATTENDANCE 1 10 35 68 64 48 11 237 
IMPROVEMENT 0 6 30 113 70 16 1 236 
Source: Company Data 1990. ‘ 
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TABLE 5 
PERCENTAGE DISTRIBUTION OF APPRAISEES，SCORE WITHIN 
THE GOOD, ENTIRELY SATISFACTORY PERFORMANCE LEVEL 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED 
APPRAISAL SCORE POINT SCORE POINTS 
DIMENSIONS 3 2.5，3，3:5 
r 
PRODUCTIVITY 18.98 64.56 
ACCURACY 24.05 79.75 
TIMELINESS 30.38 72.15 
DILIGENCE 15.19 50.63 
EFFICIENCY 20.25 73.42 
INITIATIVE 29.11 74.68 
DEPENDABILITY 21.52 62.02 
OVERALL PERFORMANCE 15.28 70.83 
, P L A N N I N G 34.18 83.54 
ORGANIZING 27.85 78.48 
LEADERSHIP 29.11 < 79.75 
MOTIVATIONAL 34.18 84.81 
COACHING 29.11 75.95 
CONTROLLING 34.18 79.75 
COUNSELLING 36.71 84.81 
GOOPERATIVENESS 21.15 69.62 
PLEASANTNESS 31.65 84.81 
COMMUNICATION ABILITY 29.11 79.75 
ATTITUDE 26.58 77.22 
CREATIVITY 31.65 83.54 
COMMON SENSE 37.97 75 95 
FLEXIBILITY 39.24 89.87 
ANALYTICAL POWER 37.97 84.81 
LOYALTY 7.59 59.49 
APPEARANCE 40.51 79.75 
AMBITION 32.91 86.08 
ATTENDANCE 20.25 51.90 
IMPROVEMENT 30.37 87.34 
AVERAGE 28.11 75.90 
Source: Table 3 
、 
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TABLE 6 
PERCENTAGE DISTRIBUTION OF APPRAISEES, SCORE WITHIN 
THE GOOD, ENTIRELY SATISFACTORY PERFORMANCE LEVEL 
OF GENERAL STAFF OF MAERSK HONG KONG LIMITED 
APPRAISAL SCORE POINT SCORE POINTS 
DIMENSIONS 3 2.5,3, 3,5 
PRODUCTIVITY 35.44 79.32 
ACCURACY 44.30 87.76 
TIMELINESS 43.04 89.87 
DILIGENCE 33.90 81.78 
EFFICIENCY 43.88 89.45 
INITIATIVE 41.35 86.08 
DEPENDABILITY 41.77 85.65 
OVERALL PERFORMANCE 41.20 81.97 
PLANNING - . 
, O R G A N I Z I N G - . 
LEADERSHIP - -
MOTIVATIONAL - … . 
COACHING - -
CONTROLLING - -
COUNSELLING ； -
COOPERATIVENESS 38.82 82.70 
PLEASANTNESS 38.82 89.45 
COMMUNICATION ABILITY 50.63 93.25 
ATTITUDE 44.73 88.61 
CREATIVITY 38.89 90.17 
COMMON SENSE 48.95 88.61 
FLEXIBILITY 40.08 91.14 
ANALYTICAL POWER 40.68 89.41 
LOYALTY 36.24 79.48 
APPEARANCE 53.16 90.72 
AMBITION 43.83 87.23 
ATTENDANCE 28.69 70.46 
IMPROVEMENT 47.88 90.25 
AVERAGE 41.73 86.35 
Source: Table 4 
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Si 
TABLE 22 
MANAGERIAL/SUPERVISORY STAFF AND GENERAL STAFF 
AVERAGE SCORE COMPARISON BY DEPARTMENT 
OF MAERSK HONG KONG LIMITED 
XBIHBSBBBaBaBaBBBBSBBaBaBBaBE^BBBBaBaSIS&aBBBaaaaaBBSaBSSBK^aBBBEBSSSBaSBBSBBaBBBBBaBBIHH^^BamBBKBBaBaiBSBaSSSBBaBB^^^B&^MaBSBXBSaaBBaHBSSBa^^^BB 
APPRAISAL D E P A R T M E N T 
DIMENSIONS 1 2 3 4 5 6 7 8 9 
PRODUCTIVITY + + + + O + + + .+ 
ACCURACY + + � + + + + + + + 
TIMELINESS O O + O O + + + + 
DILIGENCE O + + + + + + + + 
EFFICIENCY O + + + - + + + “ + 
INITIATIVE - + + + + + + + . 
DEPENDABILITY O + + + + + + + + 
OVER. PERF. O + + + O + + + + 
COOPERATIVENESS - O O + + + + . 
PLEASANTNESS O O + + + + O + + 
COMM. ABILITY ‘ + + + + + + + + 
ATTITUDE + O + 十 + + + + + 
f CREATIVITY - + + + + + + + 一 
COMMON SENSE + + + O + + + + + 
FLEXIBILITY + O O + � + + + + • 
ANAL. POWER + + + O + + .+ + + 
LOYALTY + + + + + + + + + 
APPEARANCE • + O + + + O + + 
AMBITION - + « + - + + + o 
ATTENDANCE O + + + + + + + + 
IMPROVEMENT - + - - O + + + .+ 
DEPARTMENT 1 二 Claims Department 
2 = Conference and Marketing Department 
3 = EDP Department 
4 = Europe/Mediterranean and AMEIS (Africa, Middle East, Inter-Asia 
Service) Line Department 
5 = Finance and Accounting Department 
6 = North America Line Department 
7 = Operations Department 
8 = Personnel and Administration Department 
9 = PRC Line Department 
KEYS + = Score of Managerial/Supervisory Staff > Score of General Staff 
O = Score of Managerial/Supervisory Staff = Score of General Staff 
- = S c o r e of Managerial/Supervisory Staff < Score of General Staff 
Source: Appendix 11 
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TABLE 10 
AVERAGE APPRAISAL SCORE COMPARISON BETWEEN 
MANAGING DIRECTOR AND SENIOR GENERAL MANAGER 
OF MAERSK HONG KONG LIMITED 
1 1 1 _»ajLU_iM_i_Li�i——11 IJ-1 'li'TTn^ t^BI iMi 111_' '.II IJLJlBLlBPTgLUJ-ILJL-LItJLlJ ju^ j^Lpjima^ ^^ ^^ ^^ ^^ ^^ ^^ j^m^ —JL—. . � 
MANAGERIAL/ 
APPRAISAL SUPERVISORY GENERAL 
DIMENSIONS STAFF STAFF 、 
PRODUCTIVITY , + . 
ACCURACY + . 
TIMELINESS + . 
DILIGENCE + _ , 
EFFICIENCY + . 
INITIATIVE + -
DEPENDABILITY - ‘ 
OVERALL PERFORMANCE N/A ‘ 
PLANNING + N/A 
ORGANIZING + N/A 
LEADERSHIP + _ 
I MOTIVATIONAL + N/A 
COACHING + N/A 
CONTROLLING + N/A 
COUNSELLING + N/A 
COOPERATIVENESS + : 
PLEASANTNESS + . 
COMMUNICATION ABILITY + O 
ATTITUDE + . 
CREATIVITY + N/A 
COMMON SENSE O -
FLEXIBILITY + . 
ANALYTICAL POWER ‘ . 
LOYALTY + + 
APPEARANCE + 、 
AMBITION + . 
ATTENDANCE O -
IMPROVEMENT + • 
‘ " - . . . , . • • jV . 
KEYS: + = Average Score by Managing Director > Average Score by Senior General Manager 
O = Average Score by Managing Director = Average Score by Senior General Manager 
- = A v e r a g e Score by Managing Director < Average Score by Senior General Manager 
Source: Appendix 12 
' ' ' ' I 
. . . . t 
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TABLE 9 
SUMMARY STATISTICS OF APPRAISAL SCORES 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED 
APPRAISAL AVERAGE STANDARE)； NUMBER OF 
DIMENSIONS SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3:53 0.46 78 
ACCURACY 3.41 0.47 78 
TIMELINESS 3.39 0.60 78 ” 
DILIGENCE 3.64 0.52 78 
EFFICIENCY 3.39 0.49 78 
INITIATIVE 3.20 0.60 78 
DEPENDABILITY 3.46 0.55 78 
OVER. PERF. 3.46 0.48 71 
PLANNING 3.18 0.50 78 
ORGANIZING 3.22 0.54 78 
LEADERSHIP 3.14 0.60 78 
MOTIVATIONAL 3.12 0.51 78 
COACHING 3.21 0.60 78 
CONTROLLING 3.13 0.58 78 
COUNSELLING 3.13 0.50 78 
COOPERATIVENESS 3.49 0.46 78 
PLEASANTNESS 3.40 0.39 78 
COMM. ABILITY 3.30 0.48 78 
ATTITUDE 3.46 0.44 78 
一 CREATIVITY 3.06 0.59 78 
COMMON SENSE 3.39 0.42 78 
FLEXIBILITY 「 3.17 0.44 78 
ANALYTICAL POWER 3.23 0.45 78 
LOYALTY 3.70 0.47 78 
APPEARANCE 3.36 0.47 78 
AMBITION 3.21 0.47 78 
ATTENDANCE 3.62 0.58 78 
IMPROVEMENT 3.26 0.46 78 
Source: Company Data, 1990. 
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TABLE 10 
SUMMARY STATISTICS OF APPRAISAL SCORES 
OF GENERAL STAFF OF MAERSK HONG KONG LIMITED 
APPRAISAL AVERAGE STANDARD NUMBER OF 
DIMENSIONS SCORE DEVIATION 
APPRAISEES
 A 
PRODUCTIVITY 331 0.46 236 
ACCURACY 3.12 0.47 236 
TIMELINESS 3.12 0.45 236 -
DILIGENCE 3.31 0.51 235 
EFFICIENCY 3.16 0.44 236 
INITIATIVE 3.03 0.51 236 
DEPENDABILITY 3.10 0.51 236 
OVER. PERF. 3.20 0.48 232 
COOPERATIVENESS 3.32 0.44 236 
PLEASANTNESS 3.25 0.43 236 
COMM. ABILITY 3.03 - 0.41 236 
ATTITUDE 3.20 0.44 236 
CREATIVITY 2.87 0.47 233 
COMMON SENSE 3.05 0.47 236 
FLEXIBILITY 3.00 0.46 236 
ANALYTICAL POWER 2.93 0.47 235 
LOYALTY 3.31 0.56 236 
APPEARANCE 3.18 0.40 236 
AMBITION 3.04 0.49 234 
ATTENDANCE 3.30 0.66 236 
. IMPROVEMENT 3.13 0.44 235 
Source: Company Data, 1990, 
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TABLE 10 
FREQUENCY DISTRIBUTION OF APPRAISAL SCORES 
OF EMPLOYEES OF LEVEL 6 OR ABOVE OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL SCORE CLASSES 
DIMENSIONS (A) (B) (C) (D) (E) (F) (G) (H) (I) 
MANAGEMENT 
PERFORMANCE - - 2 1 3 1 1 - -
RATING , , 
TECHNICAL 
PERFORMANCE - - 2 3 3 - - - -
RATING 
OVERALL 
PERFORMANCE - 1 1 5 1 - - -
RATING 
SCORE CLASSES: (A) Score point 1 
(B) Score range of score points greater than 1 but less 
than 2 
(C) Score point 2 
(D) Score range of score points greater than 2 but less 
than 3 
(E) Score point 3 
(F) Score range of score points greater than 3 but less 
than 4 
(G) Score point 4 
(H) Score range of score points greater than 4 but less 
than 5 
(I) Score point 5 
Source: Company data, 1987. 
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TABLE 10 
FREQUENCY DISTRIBUTION OF APPRAISAL SCORES OF 
OFFICE UNIT'S EMPLOYEES (LEVEL 7 AND 8) OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL ., NUMBER OF 
DIMENSIONS JOB SITUATION^ APPRAISEES 
1 2 3 4 5 
JOB KNOWLEDGE 0 2 16 1 0 19 
PRODUCTIVITY 0 0 15 4 0 19^ 
ADPTABILITY 0 4 15 0 0 19 
PLANNING 1 1 12 5 0 19 
ATTITUDES 0 - 19 0 0 19 
COOPERATION/TEAM WORK1 : 18 - 0 19 
ATTENDANCE 0 - 1 - 18 19 
COMMUNICATION 0 2 16 1 0 19 
Source: Company Data，1987. 
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TABLE 10 
FREQUENCY DISTRIBUTION OF APPRAISAL SCORES 
OF PRODUCTION UNIT'S EMPLOYEES OF LEVEL 7 AND 8 
(EXCLUDING FACTORY WORKERS) OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
Hi 
APPRAISAL NUMBER OF 
DIMENSIONS JOB SITUATIONS APPRAISEES 
rl 2 3 4 5 
JOB KNOWLEDGE 0 0 8 5 1 14 -
PRODUCTIVITY 0 0 8 6 0 14 
ADPTABILITY 0 1 12 1 0 14 
PLANNING 0 0 12 2 0 14 
ATTITUDES 0 - 9 5 0 14 
COOPERATION/TEAM WORK1 - 9 - 4 14 
ATTENDANCE 0 - 0 - 14 14 
COMMUNICATION 0 0 13 1 0 14 
Source: Company Data, 1987. 
: . ； : : , . ； . . . . . . : . , . : . . . f - . . . . . . . . . . . . . . . . 1 . , 
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TABLE 10 
FREQUENCY DISTRIBUTION OF APPRAISAL SCORES 
OF FACTORY WORKERS OF PRODUCTION UNIT OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL NUMBER OF 
DIMENSIONS JOB SITUATIONS APPRAISEES 
1 2 3 4 5 
JOB KNOWLEDGE 0 4 55 13 0 72 
PRODUCTIVITY 0 3 59 10 0 72 
ADPTABILITY 0 4 61 7 0 72 
PLANNING 0 1 66 5 0 72 
ATTITUDES 0 - 60 10 2 72 
COOPERATION/TEAM WORKO • 67 5 72 
ATTENDANCE 0 - 16 56 72 
COMMUNICATION 0 1 69 2 0 72 
Source: Company Data, 1987. 
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TABLE 10 
PERCENTAGE DISTRIBUTION OF APPRAISEES' SCORES 
WITHIN THE COMPETENT PERFORMANCE LEVEL OF 
EMPLOYEES OF LEVEL 6 OR ABOVE OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL SCORE POINT SCORE POINT 
DIMENSIONS 3 2.1 - 3.9 
MANAGEMENT 
PERFORMANCE 37.50 62.50 -
RATING 
TECHNICAL 
PERFORMANCE 37.50 75.00 
RATING 
OVERALL 
PERFORMANCE 62.50 87.50 
RATING 
AVERAGE 45.83 75.00 
Source: Table 13 
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TABLE 10 
PERCENTAGE DISTRIBUTION OF APPRAISEES' SCORES IN THE 
MID-POINT AND MID-POINT RANGE OF RATING SCALE OF 
OFFICE UNIT'S EMPLOYEES (LEVEL 7 AND 8) OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
—• ux 
APPRAISAL DIMENSIONS MID-POINT
a
 MID-POINT RANGE
b 
JOB KNOWLEDGE 42.10 89.47 
PRODUCTIVITY 47.37 84,21 ,二： 
ADAPTABILITY 36.84 63.16 
PLANNING ’ 57.89 63.16 
ATTITUDES 73,68 89.47 
COOPERATION/TEAM WORK 31.58 73.68 
ATTENDANCE 0.00 5.26 
COMMUNICATION 52.63 73.68 
AVERAGE 42.76 67.76 
Source: Company Data, 1987, 
a
 The mid-point score of Job Knowledge and Productivity is 10 and the 
"mid-point score of Adaptability, Planning； Attitudes, Cooperation/team work, 
Attendance and Communication is 5. 
b
 The mid-point score range of Job Knowledge and Productivity is 8 - 12 
and the mid-point score of Adaptability, Planning, Attitudes, Cooperation/team 
work, Attendance and Communication is 4 - 6.
: 
^^SH^Tj 
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TABLE 10 
PERCENTAGE DISTRIBUTION OF APPRAISEES' SCORES IN THE 
MID-POINT AND MID-POINT RANGE OF RATING SCALE OF 
PRODUCTION UNITS EMPLOYEES (LEVEL 7 AND 8) OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
m 
APPRAISAL DIMENSIONS MID-POINT
a
 MID-POINT RANGE
b 
JOB KNOWLEDGE 48.84 72.09 
PRODUCTIVITY 43.02 88.37 
ADAPTABILITY 60.47 88.37 
PLANNING 72.09 93.02 
ATTITUDES 74.42 84.88 
COOPERATION/TEAM WORK 72.09 91.86 
ATTENDANCE 18.60 18.60 
COMMUNICATION 65.12 9 5 . 3 5 
AVERAGE 56.83 79.07 
Source: Company Data, 1987. 
a
 The mid-point score of Job Knowledge and Productivity is 10 and the 
mid-point score of Adaptability, Planning, Attitudes, Cooperation/team work, 
Attendance and Communication is 5. 
b
 The mid-point score range of Job Knowledge and Productivity is 8 - 12 
and the mid-point score of Adaptability, Planning, Attitudes, Cooperation/team 
work，Attendance and Communication is 4 - 6 . 
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TABLE 10 
PERCENTAGE DISTRIBUTION OF TOTAL SCORES 
OF ALL EMPLOYEES (LEVELS 7 & 8) 
BY THE FIVE PERFORMANCE LEVELS OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
m 
PERFORMANCE OFFICE PRODUCTION 
CATEGORIES STAFF STAFF 
t 
POOR (0 - 29) 0.00 0.00 
BELOW AVERAGE (30 - 44) 26.32 5.81 
AVERAGE (45 - 56) 52.63 69.77 
AVERAGE (57 - 69) 21.05 24.42 
ABOVE AVERAGE (70 - 80) 0.00 0.00 
ABOVE AVERAGE (81 - 84) 0.00 > 0.00 
EXCELLENT (85 - 100) 0.()0 0.00 
Source: Company Data, 1987. 
p 
66 
TABLE 19 
RANK O R D E R OF APPRAISERS BY DESCENDING O R D E R OF 
A V E R A G E SCORES BY INDIVIDUAL APPRAISAL DIMENSIONS OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL R A N K 二 
H S 
DIMENSIONS 1 2 3 4 5 6 
JOB KNOWLEDGE P.S. Q.M. C.F.S/ - I.S. M.E. 
S.M. 
PRODUCTIVITY P.S. Q.M, M.E. P.M. B.D.S./ -
C.A./ 
S.M. 
ADAPTABILITY M.E. M.LS. P.S. / - I.S. S.M. 
Q.M. 
PLANNING P.M. P.S. / - C.F.S. / - M.E. 
S.M. y M.I.S. 
ATTITUDES M.E. Q.M. M.I.S. P.S. C.F.S. / -
I.S. 
CO-OPERATION/ M.E. P.S. M.I.S. C.F.S. / - -
TEAM WORK IS./ 
Q.M. 
ATTENDANCE M.T.S./ - - Q.M. P.S. S.M. 
M.E./ 
P.M. 
COMMUNICATION P.M. M.I.S. P.S. / - - I S . / 
Q.M./ M.T.S./ 
S.M, M.E. 
TOTAL SCORE P.S. M.E. Q.M. S.M. P.M. I.S. 
Source: Appendix 13 
Table 21 
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TABLE 19 (Continued) 
RANK O R D E R OF APPRAISERS BY DESCENDING O R D E R OF 
A V E R A G E SCORES BY INDIVIDUAL APPRAISAL DIMENSIONS OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL R A N K 
H. < 
DIMENSIONS 7 8 9 10 “ 11 12 
JOB KNOWLEDGE P.M. B.D.S. M.T.S. M.I.S. A.O. C.A. 
PRODUCTIVITY * I.S. M.I.S. A.O. C.F.S. M 厅.S. 
ADAPTABILITY B.D.S, C.F.S. M.T.S./ - A.O./ -
P.M. C.A. 
PLANNING A.O./ - Q.IVL B.D.S. M.T.S. C.A. 
I.S. 
ATTITUDES B.D.S./ - C.A. P.M. A.O. M.T.S. 
S.M. 
CO-OPERATION/ S.M. B.D.S. P.M. C.A. A.O. M.T.S. 
TEAM WORK 
ATTENDANCE G.F.S. A.O./ - C.A. B.D.S. M.I.S. 
I.S. 
COMMUNICATION - • B.D.S./ - - A.O. 
. C . F . S . / 
C.A. 
TOTAL SCORE C.F.S. B.D.S. M.I.S. M.T.S. A.O. C.A. 
Source: Appendix 13 
Table 21 
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TABLE 20 
RANK O R D E R OF APPRAISERS BY DESCENDING O R D E R OF 
STANDARD DEVIATIONS BY INDIVIDUAL APPRAISAL DIMENSIONS 
OF PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL R A N K 辦 
DIMENSIONS 1 2 3 4 5 6 
JOB KNOWLEDGE C.A. M.I.S. P .S / M.E. I.S. 〇.M. 
PRODUCTIVITY M.I.S. C.A. M.E. P.S. S.M. B . R S . / 
I.S. 
ADAPTABILITY C.A. M.I.S. M.T.S. A.〇. B.D.S./ -
C.F.S. 
PLANNING C.A. P.S. B.D.S./ - S.M. C.F.S. 
P.M. 
ATTITUDES M.I.S. A.〇. M . B M.T.S./ - -
P.S. / 
Q.M. 
CO-OPERATION/ M.T.S. A.〇. M.I.S. M.I.S./ - P.M. 
TEAM WORK P.S. / 
Q.M. 
ATTENDANCE M.I.S. A.〇. B.D.S. C.F.S. C.A./ -
P.S. / 
S.M. 
COMMUNICATION A.O./ - M.I.S. B.D.S./ - C.F.S. / 
P.M. P.S. M.T.S./ 
M.E./ 
C.A. 
TOTAL SCORE C.A. M.I.S. P.S. I.S. A.O. M.T.S. 
Source: Appendix 13 
Table 21 
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TABLE 20 (Continued) 
R A N K O R D E R OF APPRAISERS BY D E S C E N D I N G O R D E R O F 
S T A N D A R D DEVIATIONS BY INDIVIDUAL APPRAISAL DIMENSIONS 
O F P R I N T E D CIRCUITS INTERNATIONAL ( H O N G K O N G ) L IMITED 
APPRAISAL R A N K -
DIMENSIONS 7 8 9 10 “ 11 12、 
JOB KNOWLEDGE B.D.S/ - - M.T.S. A.O. P.M. 
G.F.S. / 
S.M. 一 
PRODUCTIVITY - A.O. P.M./ - M.T.S. C.F.S. 
Q.M. 
ADAPTABILITY I.S M.E./ - S.M. P S . / -
P.M. Q.M. 
PLANNING I.S./ - - A.O. M.T.S. M.E. 
M.I.S./ 
Q.M. 
ATTITUDES C.F.S . / - B.D.S./ - C.A. S.M. 
I.S. P.M. 
CO-OPERATION/ M.E. C.F.S. / - - I.S. Q.M； 
TEAM WORK C.A./ 
S.M. 
ATTENDANCE - I.S. Q.M. M.T.S./ 、 -
M.E./ 
、 P.M. 
COMMUNICATION - - - I.S. Q.M./ -
S.M. 
TOTAL SCORE B.D.S. C.F.S. P.M. M.E. Q.M. S M. 
Source: Appendix 13 
Table 21 
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TABLE 10 
JOB TITLE ABBREVIATION LIST OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
ABBREVIATION STANDS FOR 
-—： :—； : ; tt—： -
A.O. ADMINISTRATION OFFICER 
B.D.S. BLANKING/DRILLING/SHEARING SUPERVISOR 
C.A. CHIEF ACCOUNTANT 
C.F.S. CHEMICAL FLOOR SUPERVISOR 
I.S. .. IMAGING/SCREENING SUPERVISOR -
M.E. MANUFACTURE ENGINEER 
M.I.S. MANUFACTURING INSPECTION SUPERVISOR 
M.T.S. MAINTENANCE SUPERVISOR 
P.M. PURCHASING MANAGER 
P.S. PRODUCTION SUPERINTENDENT 
Q.M. QUALITY ASSURANCE/QUALITY CONTROL 
MANAGER 
S.M, SALES MANAGER 
71 
TABLE 22 
"SUMMARY STATISTICS OF APPRAISAL SCORES 
OF EMPLOYEES OF LEVEL 6 OR ABOVE OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL AVERAGE STANDARD ‘ NUMBER 
— M t 
DIMENSIONS SCORE DEVIATION OF APPRAISEES 
MANAGEMENT 
PERFORMANCE 2.88 0.65 8 
RATING ’ 
TECHNICAL 
PERFORMANCE 2.56 0.39 8 
RATING 
OVERALL 
PERFORMANCE 2.88 0.41 8 
RATING 
Source: Company data, 1987. 
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TABLE 10 
SUMMARY STATISTICS OF APPRAISAL SCORES 
OF EMPLOYEES OF LEVEL 7 AND 8 OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
APPRAISAL AVERAGE STAND ARE)?
4
 NUMBER OF 
DIMENSIONS SCORE DEVIATION APPRAISEES 
JOB KNOWLEDGE 9.75 2.09 105 
PRODUCTIVITY 9.82 1.81 105 
ADPTABILITY 4.56 1.08 10S: 
PLANNING 4.93 0.97 105 
ATTITUDES 5.18 1.05 105 
COOPERATION/TEAM WORK 4.79 1.20 105 
ATTENDANCE 8.68 1.80 105 
COMMUNICATION 4.65 0.80 105 
TOTAL SCORE 52.36 6.40 105 
Source: Company Data，1987. 
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FIGURE 1 
THE APPRAISAL HIERARCHY OF 
MAERSK HONG KONG LIMITED 
Managing Director or Senior General M a n n e r 
• I 、•’ 
Department Head or General Manager 
I 
Senior Manager or Manager or Assistant Manager 
: I 
Officers or Senior Section Chief or Section Chief 
I 
I 
申 
General Staff: 
Deputy Section Chief, Marketing Assistant, 
Pricing Assistant，Accountant, 
Assistant Accountant , Sales Executive, 
Sales Representative, Personnel Assistant, 
Cus tomer Service Representative, 
Cus tomer Service Executive, 
Operat ions Assistant, Secretary, 
Accounts Clerk，Shipping Clerk, 
General Clerk, Receptionist, 
Driver, Messenge r etc. 
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FIGURE 2 
THE APPRAISAL HIERARCHY OF 
PRINTED CIRCUITS INTERNATIONAL HONG KONG LIMITED 
“ u 
Managing Director 
,I 
Department Heads /MD' s Secretary 产 
(Level 6 or Above) 
丨 -
V 
Office General Staff 
(Level 7 and 8) 
Production Supervisors, Engineering Assistants 
(Level 7) 
Q.A/Q.C. Technicians, Store Assistant 
(Level 8) 
I 
中 
Production Workers 
Msd门t6门3门C6 丁6ch门icis门s 
(Level 8) 
" “ " ' •丨丨m 1_丨丨丨__—1 
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APPENDIX 1 
THE PERFORMANCE' APPRAISAL FORM OF 
MAERSK HONG KONG LIMITED 
Maersk Hong Kong Group of Compan ie s ；… 
Per fo rmance Appraisal Form 
N a m e : _ Pos i t i on : Title G r a d e 
Age /S en i o r i t y / S en i o r i t y in Pos i t ion : . Dept . : S e c . : 
_ p E R F 0 R M A ^ ^ " — ~ 
S c o r e S c o r e S c o r e 
Product iv i ty — Eff ic iency 
A c c u r a c y 、 - _ Initiative ^ 
T ime l i n e s s Dependab i l i t y — . ••••••• ••••••••:， 
Di l igence Overa l l P e r f o r m a n c e 
MANAGERIAL/SUPERVISORY ABILITIES 
( C o m p l e t e for m a n a g e r s a n d s u p e r v i s o r s only) 
S c o r e S c o r e S c o r e 
P l ann ing Motivat ional Cont ro l l ing 
Organ iz ing C o a c h i n g - r — Counse l l i ng — 
Leade r s h i p — 
INTERPERSONAL A S P E C T S 
• . • . ' . I 
S c o r e S c o r e 
C o o p e r a t i v e n e s s _ C o m m u n i c a t i o n ability 
P l e a s a n t n e s s - _ At t i tude 
PARTICULAR CHARACTERISTICS 
S c o r e S c o r e S c o r e 
Creativi ty Analyt ical P o w e r — Ambit ion _ 
C o m m o n S e n s e ~ - Loyalty A t t e n d a n c e — 
Flexibility — A p p e a r a n c e I m p r o v e m e n t 
POTENTIAL 
Must b e filled in: 
By us ing a c r o s s s t a t e w h e t h e r If po ten t ia l is s h o w n , within which Spec i f i c a t i on of e m p l o y e e ' s po ten t i a l 
t h e e m p l o y e e i s c o n s i d e r e d . a b l e pe r i od of t ime: (if r e q u i r e d ) : 
to m a n a g e a j ob a t : 
P r e s e n t level • Immed ia t e ly ( M yr ) D 
1 一 2 job levels a b o v e • 2 — 3 y e a r s • 
3—4 job levels a b o v e • 4 一 5 y e a r s • 
E M P L O Y E P S OWN IMAGE OF HIS FUTURE • 
C a r e e r goal or in te res t : | 
P e r c ep t i on of p r o s p e c t : 厂 
Tra in ing in te res t : 
P e r c ep t i on of p e r f o r m a n c e : 
YOUR SUGGESTIONS FOR TRANSFER, TRAINING AND DEVELOPMENT | 
SUMMARY ASSESSMENT 
Employee in terv iewed on : 
App r a i s ed by: Date： 
08/69 
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GUIDELINES FOR COMPLETION 
T h e p e r f o r m a n c e app ra i s a l fo rms the b a s i s for your p r o p o s a l s r ega rd i ng salary, job rotat ion and t ra in ing for t h e individual 
emp loyee . Conc r e t e p l ans for the e m p l o y e e ' s fu tu re job d eve l opmen t a r e sol ic i ted . T h e Appra i sa l Form shou ld b e 
c omp l e t e d by the immed ia t e supe r io r of t he emp loyee . 
S co r i ng Sys tem 
Sco r ing for s e c t i on s on PERFORMANCE, MANAGERIAL/SUPERVISORY ABILITIES, INTERPERSONAL A S P E C T S a n d 
PARTICULAR CHARACTERISTICS a r e a s fol lows: 
STANDARD SCORE , . 
Except iona l 5 丄 
Very Good i n d e e d 4 
{ 3 . 5 
3 
2.5 
J u s t a d e q u a t e 2 
I n adequa t e or poo r 1 
S c o r e s r a n g e from 1 to 5, s c o r e s 4 a nd 5 may not b e u s ed excess ive ly . Genera l ly speak ing , eve ry a p p r a i s e r s hou l d a im 
at 15-20% of his pe r sonne l ach iev ing s c o r e s 4 a n d 5. Most emp loyee s shou ld fall within s c o r e r a n g e 2.5, 3 a n d 3.5 
which i nd i ca t e s expec t ed s t a n d a r d s s o m e w h a t be low, jus t at , a n d s o m e w h a t a bove the Good , Entirely Sa t i s f ac to ry level 
respec t ive ly . ,々 ， 
Descr ip t ion of Criteria Appra i sed 
PERFORMANCE: 
Productivi ty P roduc ing h igher than a v e r a g e vo l ume of work within cer ta in t ime pe r i od 
Accu racy Deg r ee to which work is f r e e of e r ro r 
T imel iness : Comple t ing job prompt ly a n d on s c h e d u l e 
Di l igence : Hardwork ing a n d ded i c a t i on to work 
Efficiency : Per forming effect ively in the least was t e fu l m a n n e r 
Initiative : I ndependen t p e r f o r m a n c e : vo luntary s u g g e s t i o n s a nd initiation of work 
Dependabi l i ty Can b e rel ied upon to d i s c h a r g e du t i e s without c l o s e superv i s ion 
Blank s p a c e s : P l e a s e fill in cr i ter ia un i que to individual d e p a r t m e n t s eg. s a l e or l a n g u a g e abi l i t ies; s h i pp i ng 
knowledge e tc . 
Overall Pe r fo rmance : Summary eva lua t ion which b e s t i nd i c a t e s s taff ' s overall s t a n d a r d s 
• MANAGERIAL/SUPERVISORY ASILITIES 
Planning Formulat ion of p l a n s & s t a n d a r d s for ach iev ing work t a rge t s & r e q u i r e m e n t s 
Organ i s ing : Organ i s ing d e p a r t m e n t staff & work ing p r o c e d u r e s to mee t work t a rge t s eff iciently a n d effect ively 
Leade r sh ip Ability to in f luence & d i rec t staff to con t r i bu t e to ache iv ing d e p a r t m e n t ' s & c o m p a n y ' s ob j e c t i v e s 
Motivational Ability to p rompt s u b o r d i n a t e s to pe r fo rm their be s t 
Coach ing Guiding s u b o r d i n a t e s t owa rd s t he d e s i r e d goa l s a nd s t a n d a r d s 
Control l ing Monitoring and co r r e c t i ng dev ia t ions f rom p r o c e d u r e s a nd s t a n d a r d s 
Counse l l ing Advising s u b o r d i n a t e s in p rob lem-so lv ing 
INTERPERSONAL ASPECTS • 
Coope r a t i v ene s s : Ability to work smoo th ly with c o l l e a g u e s & cl ients : t e am spirit 
P l e a s a n t n e s s : P l ea san t a n d fr iendly re l a t ionsh ip with co l l e ague s and c l ien ts 
C
° r b M i t y
, C a t r
°
n
 :
 c , e a r
' c o n c i s e & logical ve rba l and wr i t ten commun i ca t i on 
Attitude : Manner of p o s i t i v e n e s s / n e g a t i v e n e s s t owa rd s company , work & fellow staff 
PARTICULAR CHARACTERISTICS 
Creativity : Originality of t h ough t s s h o w n in n e w i d e a s & improved p r o c e d u r e s 
Common s e n s e : Practicali ty, g ene r a l know l edge , s e n s i b i e n e s s 
: Flexibility : Wil l ingness to try n e w way s a nd me t hod s , o p e n e s s to s u g g e s t i o n s 
Analytical Power : Ability to arr ive at s o u n d c o n c l u s i o n s f rom ana lys i s 
Loyalty ； Dedicat ion to 丨he wel l -being of the d e p a r t m e n t and c o m p a n y 
A p p e a r a n c e Nea tne s s , c lean-cu t , nea t l y -d r e s s ed 
Ambition : Shows keen drive to a d v a n c e one se l f 
A t t e ndanc e Se ldom ab s en t or la te (or work 
Improvement Overall improvemen t c o m p a r e d to last year or dur ing the yea r 
Potent ial Appraisa l 
An app ra i s a l on potential more than 3 levels a b o v e t he p r e s e n t one is c o n n e c t e d with c o n s i d e r a b l e unce r t a i n t y a n d 
should only b e c h o s e n in excep t iona l c a s e s . 
\ Employee ' s own idea s on his fu ture 
Each emp loyee must b e invited for an interview w h e r e h i s / h e r immedia te supe r io r gives t he e m p l o y e e an app r a i s a l of 
his p e r f o rmance & potential’ and ob ta in s the e m p l o y e e ' s own i d e a s on h i s / h e r fu ture . 
Summary A s s e s s m e n t 
P l e a s e s t a t e your conc lud ing appra i sa l briefly but comprehen s i v e l y . The emp loyee ought to b e told a b o u t t h e s u m m a r y 
a s s e s s m e n t . 
o 
为 o 
N ？ 
HH 
MANAGING DIRECTOR O 
• • S e c r e t a r y ( 1 ) 
D r i v e r ( 1 ) 门 
S teward ( 1 ) ^ J 
| ^ I > 
SENIOR GENERAL MANAGER 力 
H 
1
 S e c r e t a r y ( 1 ) 
i I I i i r i
 §
 I 
ACCOUNTING PERSONNEL ELECTRONIC EUROPE & NORTH PRC OPERATIONS CLAIHS , COMFERENCE P ^ 
AND AND DATA MEDITERRANEAN/ AMERICA LINE DEPT. DEPT. AND 
FINANCE ADMINISTRATION PROCESSING AHEIS LIN6 LINE DEPT. . J MARKETING Q 
DEPT. . DEPT. DEPT. , DEPT. DEPT. DEPT. C i 
I I I I I ] 豇 X 
EXPAT. ( 1 ) G.M. ( 1 ) EXPAT. ( 1 ) G.H. <1) G.M. ( 1 ) G.H. ( 1 ) EXPAT. ( 1 ) OFFICER (1 ) S .H. ( 1 ) C/5 
G.H. ( 2 ) A.M. (2> S .A. ( 1 ) H. ( 4 ) S .H. ( 1 ) S ,H. ( 1 ) M. ( 1 ) CLERK (2 ) A.M. ( 1 ) W ^ 
M- ( 2 ) S . S . C . / S . C . ( 2 ) H . ( 1 ) A .M. (3 ) M. ( 2 ) H. ( 4 ) A.M. ( 5 ) S .C . ( 1 ) 
A.M. ( 1 ) Gen. S t a f f : ( U ) S . S . C . / S . C . ( 3 ) S . S . C . / S . C . ( 7 ) A.M. ( 2 ) A.M. ( 3 ) S . S . C . / S . C . ( 9 ) Gen. Staff (6) 
S . S . C . / S . C . ( 8 ) Gen. S t a f f : ( 9 ) Gen. S t a f f s ( 4 8 ) S . S . C . / S . C . ( 4 ) S . S . C . / S . C . (A) Gen. S t a f f : <39) W 
Gen. S t a f f : ( 3 8 ) Gen. S t a f f : ( 37 ) Gen. S t a f f : ( 40 ) Q Z Q 
KEYS: EXPAT.= E x p a t r i a t e Depa r tmen t Head, G.H,= Genera l Manager , S .H .= S e n i o r Manager , H.= Manager , A.H.= A s s i s t a n t Manager , S . S . C . = S e n i o r S e c t i o n C h i e f , 
S .C . = S e c t i o n Ch i e f ^ 
F i g u r e s i n b r a c k e t i n d i c a t e number of h e a d c o u n t s i n each p o s i t i o n t i t l e O 
Q 
匚 
s 
>-H 
H 、‘ tn 
• - d 
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APPENDIX 10 
QUESTION LIST FOR SELECTED APPRAISERS 
u 
COMPANY NAME: DATE: 
1. Do you have to complete the ANNUAL Performance Appraisal form for 
your staff? Yes/No 
If no, discontinue. 尹 
2. How many times have you completed this type of performance appraisal 
for your staff since you have been in this position? 
3. What is your job title? 
...i f . _ -i , ^ ' .. • ' , 
4. How many years have you been in this position? years 
5. How many years have you been in this company? years 
6. Are you the immediate superior to all those whom you have to complete 
the appraisal? Yes/No 
7. How many persons do you have to appraise their performance for the year 
1990 (Maersk) or)1987(PCI)? 
8. Who are they? (ie. their respective job positions) 
9. How much time, on the average, do you need to complete each appraisal, 
(the scoring section)? 
79 
10. Do you handle the performance review session with each of your 
appraisee? Yes/No 
广 v" 
If no, why don't you do this review session? 
Go to question 16. 
11. Do you perform the performance review session beforg" or after you have 
completed the scoring section? 
If it is before, why do you do that? 
12. If it is after, will you let your appraisees know the scoring during the 
.review session? Yes/No 产， 
13. What do you talk about when you are doing the performance review 
session with your appraisees? 
14. How much time would you normally take to handle the performance 
review session? 
15. Do you find that such review session as useful? 
16. Have you received any pre-appraisal training organized by the company to 
assist you in completing the appraisal? If yes, do you find it helpful? If no, 
how do you know how to complete the appraisal? 
17. Please describe how would you appraise the performance of your staff? 
(Guides: any specific target set previously that has been met, any 
particular events that has happened, comparison with other 
appraisees in the group) 
80 
18. Do you understand what uses or purposes does the performance appraisal 
exercise serve? 
(Guides: as a basis to set new salary levels or make salary increases 
decisions 
as a basis for job transfer or promotion decisions 
to assess training and development nee讲 
to assist in career planning decisions 
to assess future potential/promotability 
tq set performance objectives 
to provide performance feedback to subordinates 
for validation of selection techniques 
• • 
19. Which particular area/part do you find most difficult to. appraise your 
subordinates? 
20. How do you feel when you are appraising the performance of your staff? 
21. In general, how do you feel about the existing appraisal system at your 
company? And why do you have such feeling? 
」 22. What suggestions do you have that you think could improve the existing 
appraisal system in your company. 
•) 
23. Age Group of respondent: 20 - 30, 31 - 40, 41 - 50, over 50 
24. Educational Level: F.5，F.7, Tertiary Education, University Education 
25. Sex: Female/Male 
81 
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APPENDIX 10 
SUMMARY OF APPRAISERS' RESPONSES OF 
MAERSK HONG KONG LIMITED 
• . u 
QUESTION APPRAISER APPRAISER APPRAISER 
NUMBER 1 2 3 
1. YES YES YES 产 
2. 2 TIMES 1 TIME 5 TIMES 
3. A.M. M. S.S.C. 
-ADMIN. « CUS.SER. - D O C 
UNIT UNIT UNIT 
P&ADEPT. PRC LINE EUROPE/MEDI-
DEPT. TERRANEAN/ 
AMEIS LINE 
DEPT. 
4. 2 YEARS 2 YEARS 15 YEARS 
5. 1 YEAR 1 YEAR 4 YEARS 
6. YES YES YES 
7. 7 8 4 
8. 1 S.S.C. 3 C.S.E. 1 D.S.C. 
1 S C. 5 C.S.R. 3 CLERKS 
3 RECEPT. 
2 CLERKS 
9. 15 MIN. 10 - 15 MIN. 10 MIN. 
10. YES YES YES 
11. AFTER AFTER AFTER 
12. YES YES YES 
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QUESTION APPRAISER APPRAISER APPRAISER 
NUMBER 1 2 3 
13. - RATING SCORE - RATING SCORE - ALL ITEMS 
OF EACH LISTED IN THE 
DIMENSION SECTION OF 
"EMPLOYEE'S 
OWN IMAGE" 
u 
-EXCEPTIONAL 一 APPRAISEES， 
GOOD WORK OWN FEELING 
APPRAISEE OF PERFOR-
ACHIEVED MANCE 
: ’ -APPRAISEES' - APPRAISEES' 
EXPECTATION OWN TRAINING 
(JOB, SALARY, INTERESTS 
TRAINING ETC.) 
- ITEMS LISTED - ITEMS LISTED 
IN SECTION: IN SECTION: 
"EMPLOYEE'S "EMPLOYEE'S 
OWN IMAGE" OWN IMAGE" 
14. 15 - 60 MIN. 30 MIN. 15 MIN. 
15. BELIEVE TO O.K. DON'T 
BE USEFUL KNOW 
16. NO NO NO 
- R E A D - READ - PAST 
INSTRUCTIONS INSTRUCTIONS EXPERIENCE 
IN 
COMPLETING 
i THE FORM 
-CLARIFY WITH - CLARIFY WITH 
PERSONNEL PERSONNEL 
DEPT. DEPT. 
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QUESTION APPRAISER APPRAISER APPRAISER 
NUMBER 1 2 3 
17. - SPECIFIC - PERFORM. - GENERAL, 
GOOD/BAD COMPARISON OVERALL 
JOB-RELATED OF STAFF IMPRESSION 
ISSUES WITHIN SAME FORMED BY 
GROUP COMBINING 
BEHAVIOUR 
AND 
ATTITUDES 
-PERFORMANCE 
COMPARISON 
OF STAFF 
二 ^ WITHIN SAME ~ 
GROUP 
18. -SALARY - SALARY - SALARY 
DECISIONS DECISIONS DECISIONS 
-PROMOTION - PROMOTION - PROMOTION 
DECISIONS DECISIONS DECISIONS 
-PERFORM. - CHANCE FOR - CHANCE FOR 
FEEDBACK STAFF TO STAFF TO 
EXPRESS EXPRESS 
TRAINING TRAINING 
INTERESTS INTERESTS 
-CHANCE FOR 
STAFF TO 
EXPRESS 
TRAINING 
INTERESTS 
19. - NOT SURE - DIFFICULT - NOT VERY 
THE USE OF TO HANDLE DIFFICULT 
"POTENTIAL" THE REVIEW 
SECTION SESSION: 
TELLING THE 
SCORES TO 
SUBORDINATES 
- RATING SCALE 
ANCHORS TOO 
FEW, HAVE TO 
ARBITRARY 
UPGRADE/ 
DOWNGRADE 
APPRAISEES' 
ACTUAL SCORES 
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QUESTION APPRAISER APPRAISER APPRAISER 
NUMBER 1 2 3 
20. - IT IS PART OF - FEEL LITTLE - JUST 
THE JOB OF A UNEASY COMPLYING 
SUPERVISOR COMPANY'S 
RULES 
21. -DIMENSIONS - MORE CONCISg -O.K. 
COULD BE EXPLANATION ‘ 
MADE MORE OF CERTAIN 
SPECIFIC AMBIGUOUS 
CRITERIA, EG. 
"IMPROVEMENT" 
^ ~ CERTAIN 
CRITERIA 
COULD BE 
OMITTED IN 
THE APPRAISAL 
PROCESS AS 
THEY MAY ONLY 
BE APPLICABLE 
FOR CERTAIN 
JOBS ONLY 
22. - CREATE JOB- - -
RELATED 
CRITERIA 
23. 20 - 30 31 - 40 OVER 50 
24. UNIVERSITY UNIVERSITY F.5 
EDUCATION EDUCATION 
j 
25. FEMALE MALE MALE 
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APPENDIX 10 
APPRAISAL FORM FOR EMPLOYEES OF LEVEL 7 AND 8 OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
•4 j 
PRINTED CIRCUITS INTERNATIONAL (HK) LIMITED 
PERFORMANCE APPRAISAL 
NAME DEPARTMENT/SECTION 
DESIGNATION LEVEL DATE JOINED _ _ _ _ _ _ 
DATE ASSIGNED POSITION _ _ _ _ _ APPRAISAL PERIOD _ _ TO 
[ ]CONFIRMATION [ ] INCREMENT [ ] PROMOTION [ ] SPECIAL 
PART I 
1. JOB KNOWLEDGE: Cons ide r the extent of t h e individual 's 
unders tanding of skills and t echn iques essential to 
p resen t job classification. 
[ ] Has the knowledge and exper ience to perform limited a s p e c t s of 
the job. (Maximum score : 0 points) 
[ ] Has acquired the bas ic knowledge and skills of the job, however , 
additional training is n ece s s a ry to be fully qualified on all a s p e c t s 
of the job (Maximum score : 4 points) 
[ ] P o s s e s s e s the knowledge and h a s deve loped the skills required 
to perform all a s p e c t s of the job. (Maximum score : 10 points) 
[ ] P o s s e s s e s a thorough unders tanding of all a s p e c t s of the job and 
frequently exhibits superior skills and techn iques . (Maximum 
score : 14 points) 
[ ] P o s s e s s e s a thorough unders tanding of all a s p e c t s of the job and 
consistently demons t r a t e s exceptional skills and techn iques . 
(Maximum score : 20 points) 
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2. PRODUCTIVITY: Consider how well the individual mee t s 
p r o d u c t i o n / v o l u m e of work a n d quali ty 
requirements. 
、、-二 
[ ] Fails to meet quantity and quality requirements . (Maximum score : 
0 points) 
[ ] Fails to meet quanti ty or quality requirements , but not both. 
(Maximum score : 4 points) 
[ ] Fully satisfies establ ished product ion /volume of work 
requirements and quality s t andards . (Maximum score : 10 points) 
[ ] Consistently maintains very high quality s t anda rd s while fully 
satisfying establ ished product ion/volume or work requirements . 
(Maximum score : 14 points) 产 
[ ] Consistently exceeds establ ished productio门/volume of work 
requirements while maintaining exceptionally high quality. 
(Maximum score : 20 points) 
3. ADAPTABILITY: Consider ability to adjust to c h anged conditions, 
maintain effectiveness under changing conditions, 
or perform a variety of a s s ignments . 
[ ] Encounters a significant loss of effect iveness when c h a n g e s in job 
a s s ignmen t s or conditions occur. (Maximum score : 0 points) 
[ ] Adapts to only routine procedural changes ; encoun te r s difficulty 
when ch ange s in job ass ignments . (Maximum score : 2 points) 
[ ] Adjusts to different job a s s ignmen t s and conditions with a 
minimum loss of effectiveness. (Maximum score : 5 points) 
[ ] Maintain above average effect iveness when c h a n g e s in job 
as s ignment s and conditions occur. (Maximum score : 7 points) 
[ ] Readily adjusts to frequent c h a n g e s in job a s s ignmen t s and 
conditions while maintaining a high deg r e e of effectiveness. 
(Maximum score : 10 points) 
4. PLANNING: Consider how effectively the individual o rgan i ses his work 
ass ignments to meet objectives. 
[ . ] Requires detailed direction towards efficient utilization of time and 
effort. (Maximum score : 0 points) 
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[ ] Occasionally requires s o m e ass i s t ance in organising work and 
time to accomplish routine ass ignments . (Maximum score : 2 
points) 
[ ] Effectively organ ises regular work ass ignments . (Maximum score : 
5 points) 
[ ] Able to visualize and organise work a s s ignmen t s more effectively 
with a minimum of instruction. (Maximum score : 7 points) 
[ ] Demons t ra tes exceptional ability to visualize the mos t effective 
and direct app roach towards accompl i shment of work 
ass ignments . (Maximum score : 10 points) 
5. ATTITUDES: Consider whether the individual performs his work with a 
spirit of interest and cooperat ion. 
[ ] Frequently uncooperat ive, critical of o thers and se ldom works with 
or ass i s t s others; indifferent. (Maximum score : 0 points) 
[ ] Generally works well with others; e xp r e s s e s normal interest. 
(Maximum score : 5 points) 
[ ] Eage rne s s often displayed; a good t eam worker. (Maximum 
score : 7 points) 
[ ] Shows extraordinary interest; a pe r son who always inspires 
o thers to work. (Maximum Score: 10 points) 
6. COOPERATION/TEAM WORK: Gonsider the individual，s willingness to 
work with o thers and to perform 
ass igned tasks . 
[ ] S e e m s unwilling to coopera te or t ends to lower effect iveness of 
unit through reluctance to work with others . (Maximum score : 0 
points) 
[ ] Willingly performs ass igned t a sks and shows interests in 
achieving team objectives, (Maximum score :5 points) 
[ ] Is very cooperative, considera te of others, willingly d o e s more 
than his share , put team objectives above personal goals . 
(Maximum score : 10 points) 
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7. ATTENDANCE: Consider whether the individual h a s b e en at work 
regularly and on time. 
[ ] … H a s a poor a t t endance record and exhibits little concer门 for the 
effect of ta rd iness and ab s ence . (Maximum score:〇 points) 
[ ] Occasionally ab sen t or late - n e e d s s o m e improvement . 
(Maximum score : 5 points) 
[ ] Is consc ient ious abou t being at work regular!y,,a'nd on time which 
is reflected in his a t t endance records . (Maximum score : 10 points) 
8. COMMUNICATION: Consider how well the individual conveys verbal or 
written information. 
[ ] Lacks the ability or exper ience to p resen t informatio门—to a门 
adequa t e manner , often c a u s e s cons iderab le misunders tanding 
and confusion. (Maximum score : 0 points) 
[ ] Shows a t endency to con fuse and classification may be required. 
(Maximum score : 2 points) 
[ ] Conveys information accurately and effectively. (Maximum score : 
5 points) 
[ ] Shows unusual ability to transmit information accurately and 
effectively. (Maximum score : 7 points) 
[ ] Shows exceptional ability to organise and p resen t information in 
a logical and concise manner . (Maximum score : 10 points) 
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PART II 
EMPLOYEE REACTION - TO BE WRITTEN BY EMPLOYEE 、  
Signature Date 
PART 111 RECOMMENDATIONS 
CONFIRMATION: [ ] YES [ ] NO [ ] EXTEND PROBATION 
PROMOTION: [ ] YES [ ] NO 
Appraised by Title Date 
Reviewed by Title . Date ; 
Approved by Title Date 
FOR PERSONNEL DIVISION'S USE ONLY 
〜 SALARY ADJUSTMENT: 
(Excluding All Allowance) 
Present Rate: $ 
Increment: $ 
New Rate: $ _ 
Effective Date: . 
Signature Date : 
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APPENDIX 10 
APPRAISAL FORM OF LEVEL 6 OR ABOVE EMPLOYEES OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
- UX 
PRINTED CIRCUITS INTERNATIONAL rHK) LTD. : 
PERFORMANCE APPRAISAL (LEVEL 6 OR ABOVE) 
EMPLOYEE NAME DEPARTMENT SECTION ^ 
POSITION/LEVEL DATE JOINED DATE ENTERED JOB 
APPRAISAL PERIOD DIRECT SUPERIOR'S NAME DATE PREPARED 
INSTRUCTIONS 
I. PERFORMANCE RATING Select from the following in rating performance 
against standards: 
1. Outstanding Performance is exceptional. 
2. Superior Performance is substantially beyond that accepted as 
normal for performing the full job. 
3. Competent } . Performance is normal for a person who s performing 
the full job. 
4. Marginal Performance improvement is necessary to satisfy the 
requirements of the full job. 
5. Unsatisfactory Performance is not commensurate with job 
requirements. 
If the incumbent cannot be rated at this time due to recent placement in 
present position, enter the statement "New On Job" and the incumbent's 
entry date under IA，B and C. In such circumstances particular emphasis 
should be placed on the rate of improvement in performance under II. 
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A Performance against Management Measures of Performance 
B Performance against Technical Measures of Performance 
In developing these ratings, the appraiser must take into account the 
difficulty of measures; the relative importance among measures; the quality 
of results achieved; the extent to which external factors impacted on results 
achieved; and the impact of performance on the results of others. 
C Overall Performance Rating 
In developing this rating, the appraiser should take into account both the 
ratings given above on management and technical measures and the 
relative importance of management results and technical results in this 
position. Summarize the considerations that led to the rating in the space 
provided. 
II IMPROVEMENT IN PERFORMANCE 
This rating requires a review of the appraisal for the period under review. 
Appropriate explanatory or clarifying statement should be included in the 
comments section. 
III PROMOTABILITY 
In the comments section, include appropriate explanatory or clarifying 
statements as to the basis on which judgement of promotability is made. 
IV PLACEMENT 
In completing the section, concentrate on the action(s) which should be 
best for the individual and for the Corporation. In recommending specific 
positions for which the employee should be considered, include those 
outside your own organization. 
, .. • ‘ ) ' 
ANNUAL APPRAISAL INTERVIEW SUMMARY 
V The appraiser discusses each of the three listed areas with the employee. 
Record significant points of discussion and comments. 
VI The appraiser's own judgement and knowledge and the subordinate's 
concerns will indicate which of these topics are discussed. Employee 
reactions and comments should be noted. 
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I. PERFORMANCE RATING 
Enter performance ratings and those results and other factors most 
significant in arriving of the ratings. 
A. Performance against management measures 
(Planning, Organizing,' Leading, Controlling). 
[ ] Management Performance Rating 
- \ • 广’ 
B. Performance against technical measures 
[ ] Technical Performance Rating 
C. Overall performance against both management and technical 
measures 
[ ] Overall Performance Rating 
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II. IMPROVEMENT IN PERFORMANCE 
Indicate your evaluation of the change in overall performance level between the previous 
and present appraisal periods by checking the appropriate statement below. 
[ ] 1 . O u t s t a n d i n g improvement in performance 
[ j 2.Substantial improvement in performance 
[ ] 3 . N o t i c e a b l e improvement in performance 
[ ] 《 S t a b i l i z e d performance 
[ ] 5 . D e c r e a s e d performance 
； r^; 
COMMENTS 、 
III. PRQMOTABILITY ” 
Indicate your evaluation of this individual's potential for advancement Lo Lhe nexl level by 
checking the appropriate statement below. In the comments section, include appropriate 
explanatory or clarifying statements as to the basis on which judgement of promoLabilily is 
made. 
[ ] 1 . Ready Now [ ]2. Ready within 1-2 years 
[ ] 3 . Ready within 3-4 years [ ]4. Possible 
[ ) 5 . Unlikely 
COMMENTS 
IV. PLACEMENT 
Considering the best interests of both the employee and the Corporation and taking into 
consideration the promotability rating, indicate which of the following action(s) you would 
recommend for this employee. 
[ ] 1 . P romote ) 
[ ] 2 . Remain in present position 
[ ] 3 . Move laterally for development experience 
[ ] 4 . Move laterally into position better utilizing abilities 
[ ] 5 . Move downward into position where performance can be satisfactory 
SUGGEST POSSIBLE POSITION(S) FOR WHICH EMPLOYEE 
SHOULDBE CONSIDERED. INCLUDE POSITION(S) OUTSIDE 
YOUR ORGANIZATION. 
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Prepared by . 
Direct Superior Date 
Endorsed by : 
Department Head Date 
ACTION 
CONFIRMATION: [ ] YES [ ] NO [ ] EXTEND 
PROMOTION: [ ] YES [ ] NO 
FOR PERSONNEL USE ONLY 
SALARY ADJUSTMENT: 
(Excluding All Allowance) 
Present Rate: $ 
Increment: $ 
New Rate: $ 
EFFECTIVE DATE: _ _ _ _ _ _ _ _ 
Signature Date 
Approved by Date 
Managing Director 
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APPRAISAL INTERVIEW SUMMARY DATE OF INTERVIEW 
V. DISCUSS 1. Performance against measures 
2. Performance ratings 
3. Relationship between performance and 
compensation 
- .. - - - . 
•u „ 
SIGNIFICANT POINTS DISCUSSED IN ABOVE THREE AREAS 
AND EMPLOYEE'S REACTION 
VI. DISCUSS AS APPROPRIATE 
1. Specific results that would have been necessary to merit a higher 
rating. 
2. Specific results that will be needed to maintain or improve rating 
in the future. 
3. Specific changes in the quality and challenge of measures to 
improve performance rating. 
4. Training/Development plans for improvement 
SIGNIFICANT POINTS DISCUSSED IN ANY OF ABOVE AREAS 
AND EMPLOYEE'S REACTION 
) 
Appraised by • 
Direct Superior 
Endorsed by 
Department Manager 
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. 1 
Vv，― APPENDIX 7 
PERFORMANCE COUNSELLING FORM OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
u 
PRINTED CIRCUITS INTERNATIONAL (U.K.) LTD. 
PERFORMANCE COUNSELLING - EMPLOYEE NOTES 
Employee's Name: 
Superior's Name: 
Appraisal Interview Time: Date: 
The purpose of the Performance Counselling Session with your direct superior (arranged at the date 
and time shown above) is to assist you in developing your abilities, in increasing your satisfaction 
with your job, and in preparing for possible future assignments. 
In order that you may both derive maximum benefit from the session, it is suggested Lhat you 
prepare for a useful discussion by completing this form prior to your discussion. 
It is suggested you pass the form to your direct superior before the session. After the session, he 
will file it with your personal records. 
1, Which of your last year's specific objectives/MOP (measures of 
performance) did you, in your opinion, achieve and which not? 
、) 
2. Do you feel that current job fully utilises your skills, qualifications and 
experience? Which particular abilities do you feel could be better utilised 
and in what way would your job have to change to accomplish this? 
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3. In what way could your performance in your present job be improved? 
What were the factors which made difficult the attainment of certain of 
your targets? Is there any action which you or your direct superior could 
take to prevent such difficulties arising in future? 
4. What areas of your present job do you handle best? 
5. What areas of your present job do you handle less well? 
6. In what way would you like your career to develop over the next five 
years? Are there any special appointments for which you believe you 
might be well suited? What form of training or experience would, in your 
opinion, help to fit you for such appointments? 
98 
7. What opportunities for training/development did you seek during the past 
year? Did your performance improve as a result of opportunities taken? 
In what way? 
、、‘,.： 
8. Have you and your direct superior agreed a set of MOP/objectives which 
you will be expected to attain during the following twelve months and 
which will be used as the basis of your performance appraisal next year? 
‘ ‘ ) 
.
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APPENDIX 10 
SUMMARY OF APPRAISERS' RESPONSES OF 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
MX 
QUESTION APPRAISER APPRAISER 
NUMBER 1 2 
1. ^ YES YES 树 
TWICE A YEAR 
2. 4 TIMES 11 TIMES 
3. CHIEF ACCOUNTANT IMAGING/SCREENING 
- A C C O U N T S SUPERVISOR 
DEPARTMENT - PRODUCTION 
DEPARTMENT 
4. 4 YEARS 5 YEARS 
5. 3 YEAR 5 YEAR 
6. YES YES 
7. 4 18 
8. 1 A.A. 4 LEADER 
3 CLERKS 14 WORKERS CLERKS 
9. . _ : ] 5 - 10 MIN. 5 MIN. 
10. YES YES 
11. AFTER AFTER 
12. YES YES 
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QUESTION APPRAISER APPRAISER 
NUMBER 1 2 
13. - APPRAISAL - THE TOTAL 
SCORE ON ALL APPRAISAL 
8 DIMENSIONS SCORE 
- T H E SATISFACTORY/ - THE PROPOSED 
UNSATISFACTORY N E ^ JOB TITLE 
ISSUES THAT IF ANY 
APPRAISEES HAVE 
PERFORMED OVER 
THE YEAR 
-APPRAISEES' OWN 
TRAINING INTERESTS 
14. 30 - 45 MIN. 30 MIN. 一 
15. YES YES 
SHOULD BE DONE 
MORE FREQUENT 
16. NO NO 
- N O T DIFFICULT, - FAMILIAR DUE TO 
EASY TO COMPLETE FREQUENT 
PRACTICE 
17. - SPECIFIC JOB -SPECIFIC JOB 
BEHAVIOUR BEHAVIOUR EG. 
WORK ACCORDING 
TO INSTRUCTIONS 
AND ACHIEVE WHAT 
IS EXPECTED 
) 
-PERFORMANCE - PERFORMANCE 
COMPARISON OF COMPARISON OF ALL 
STAFF WITHIN THE STAFF WITHIN THE 
SAME DEPARTMENT SAME DEPARTMENT 
18. - SALARY DECISIONS - SALARY DECISIONS 
- JOB PROMOTION - JOB PROMOTION 
DECISIONS DECISIONS 
-PERFORMANCE - PERFORMANCE 
FEEDBACK FEEDBACK 
/ 
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QUESTION APPRAISER APPRAISER 
NUMBER 1 2 
\ 
19. - NO PARTICULAR -
"COMMUNICATION" 
BIG DIFFICULTIES IS NOT EASY TO 
EVALUATE AS MOST 
WORKERS NEED NOT 
COMMUNICATE 
WITH ONE 
ANOTHER 
20. - ACCUSTOMED - ACCUSTOMED 
NO SPECIAL NECESSARY AS PART 
FEELING OF C O M P A N Y 
, . ” ，MANAGEMENT 
SYSTEM 
21. • ACCEPTABLE - ACCEPTABLE, BUT 
A BIT RIGID AS EACH 
PROMOTION/SALARY 
ADJUSTMENT NEED 
THE 'PAPER' 
SUPPORT OF 
PERFORMANCE 
APPRAISAL 
• 22. . • - “ : 
23. 31 _ 40 31 - 40 
24. TERTIARY F.5 
EDUCATION 
25. MALE MALE 
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APPENDIX 12 
DEPARTMENTAL APPRAISAL SCORES SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED 
CLAIMS DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 0.0 3 0.0 1 
ACCURACY 0.0 3 0.0 1 
TIMELINESS 0.0 2.5 0.0 1 
DILIGENCE 0.0 3 0.0 1 
EFFICIENCY 0.0 2.5 0.0 1 
INITIATIVE 0.0 2 0.0 1 
DEPENDABILITY 0.0 2.5 0.0 1 
(i) 0.0 2 ^ 0.0 1 
(") - " - -
(iii) - - - -
OVER. PERF, 0.0 2.5 0.0 1 
PLANNING 0.0 2.5 0.0 1 
ORGANIZING 0.0 2.5 0.0 1 
LEADERSHIP 0.0 2 0.0 1 
MOTIVATIONAL 0.0 2.5 0.0 1 
COACHING 0.0 3 0.0 1 
CONTROLLING 0.0 3 0.0 1 
COUNSELLING 0.0 2.5 0.0 1 
COOPERATIVENESS 0.0 3 0.0 1 
PLEASANTNESS 0.0 3 0.0 1 
COMM. ABILITY 0.0 2 0.0 1 
ATTITUDE )0.0 3 0.0 1 
CREATIVITY 0.0 2 0.0 1 
COMMON SENSE 0.0 3 0.0 1 
FLEXIBILITY 0.0 3 0.0 1 
ANALYTICAL POWER 0.0 3 0.0 1 
LOYALTY 0.0 4 0.0 1 
APPEARANCE 0.0 3 0.0 1 
AMBITION 0.0 2.5 0.0 1 
ATTENDANCE 0.0 3 0.0 1 
IMPROVEMENT 0.0 2.5 0.0 1 
Source: Company data, 1990. 
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APPENDIX 12 (Continued) 
DEPARTMENTAL APPRAISAL SCORES SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED 
CLAIMS DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
L .... 
PRODUCTIVITY 2 - 3.5 2.8 0.0 2 
ACCURACY 2 - 3 2.5 0.0 2 
TIMELINESS 2 - 3 2.5 0.0 2 
DILIGENCE 3 3.0 0.0 2 
EFFICIENCY 2 - 3 2.5 0.0 2 
INITIATIVE 2 - 3 2 .5 0.0 2 
DEPENDABILITY 2 - 3 2.5 0.0 2 
(i) - - “ —— ” 
(ii) - « - -
(iii) - . - , . - -
OVER. PERF. 2 - 3 2.5 0.0 2 
PLANNING - - 、 -
ORGANIZING - - - -
LEADERSHIP . - - - -
MOTIVATIONAL - - - • 
COACHING - - - -
CONTROLLING - 一 - -
COUNSELLING - - - -
COOPERATIVENESS 3 - 3.5 3.3 0.0 2 
PLEASANTNESS 3 3.0 0.0 2 
COMM. ABILITY 2 - 3 2.5 0.0 2 
ATTITUDE )2 - 3 2.5 0.0 2 
CREATIVITY 2 - 3 2.5 0.0 2 
COMMON SENSE 2 - 3 . 5 2.8 0.0 2 
FLEXIBILITY 2 - 3.5 2.8 0.0 2 
ANALYTICAL POWER 2 - 3 2.5 0.0 2 
LOYALTY 3.5 3.5 0.0 2 
APPEARANCE 3 - 3.5 3.3 0.0 2 
AMBITION 3 3.0 0.0 2 
ATTENDANCE 2 - 4 3.0 0.0 2 
IMPROVEMENT 2 - 3.5 2.8 0.0 2 
Source: Company data, 1990. 
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APPENDIX 11 (Continued) 
DEPARTMENTAL APPRAISAL SCORES SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED u 
CONFERENCE AND MARKETING DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3.5 “ 3.8 0.3 3 
ACCURACY , 3 - 3.5 3.2 0.3 3 
TIMELINESS 3 - 3.5 3.3 0.3 3 
DILIGENCE 3 - 4 3.7 0.0 3 
EFFICIENCY 3 - 4 3,7 0.5 3 
INITIATIVE 2 - 3 . 5 3.0 0.8 3 
DEPENDABILITY 3 - 3.5 3.3 0.3 3 
(i) 4 4 - 1 
(ii) 3 3 1 
(iii) - - - -
OVER. PERF. 3 - 3 , 5 3.3 0.3 3 
PLANNING . 3 - 3 . 5 3.3 0,3 3 
ORGANIZING 2.5 - 3.5 3.0 0.3 3 
LEADERSHIP 2 - 3 2.7 0.5 3 
MOTIVATIONAL 2 - 3 2.7 0.5 3 
COACHING 2 - 3.5 3.0 0.8 3 
CONTROLLING 2.5 - 3 2.8 0.3 3 
COUNSELLING 2.5 - 3.5 2.8 0.0 3 
COOPERATIVENESS 3 - 4 3.5 0.3 3 
PLEASANTNESS 3 - 3.5 3.3 0.3 3 
COMM. ABILITY 2.5 - 3.5 3.2 0.0 3 
ATTITUDE ) 3 - 3 . 5 3.3 0.3 3 
CREATIVITY 2.5 - 3.5 3.0 0.3 3 
COMMON SENSE 3 - 4 3.5 0.3 3 
FLEXIBILITY 2.5 - 3 2 .8 0.3 3 
ANALYTICAL POWER 2.5 - 4 3.5 0.8 3 
LOYALTY 3.5 - 4.5 3.8 0.5 3 
APPEARANCE 3 - 3 . 5 3.3 0.0 3 
AMBITION 2.5 - 3.5 3.2 0.5 3 
ATTENDANCE 2.5 - 4 3.3 0.5 3 
IMPROVEMENT 3 - 3.5 3.3 0.3 3 
Source: Company Data, 1990. 
107 
APPENDIX 12 (Con t i nued ) 
DEPARTMENTAL APPRAISAL SCORES SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED ‘ 
CONFERENCE AND MARKETING DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAiSEES 
PRODUCTIVITY 3 - 4 3.6 0.4 6 
ACCURACY 2.5 - 3 2.9 0.2 6 
TIMELINESS 2.5 - 4 3.3 0.5 6 
DILIGENCE 3 - 3 . 5 3.1 0.2 6 
EFFICIENCY 2 . 5 - 3 . 5 3.1 0.4 6 
INITIATIVE 2.5 - 3 2.7 0.2 6 
DEPENDABILITY 2.5 - 3.5 2.9 0.3 6 
(') - - 乂 - -
(ii) w - - -
(iii) - - - - _ 
OVER. PERF. 2.5 - 3.5 3.1 0.4 6 
PLANNING - - —— -
ORGANIZING - - - —— 
LEADERSHIP , - - -
MOTIVATIONAL ， ‘ « -
COACHING - - - -
CONTROLLING - - - -
COUNSELLING - - - -
COOPERATIVENESS 3 - 4 3.5. 0.3 6 
PLEASANTNESS 3 - 3.5 3.3 0.2 6 
COMM. ABILITY 2 . 5 - 4 3.1 0.6 6 
ATTITUDE , 3 - 3.5 3.3 0.2 6 
CREATIVITY 2 . 5 - 3 . 2.7 0.2 6 
COMMON SENSE 2.5 - 3 . 5 3.0 0.2 6 
FLEXIBILITY 2.5 - 3 2.8 0.2 6 
ANALYTICAL POWER 2.5 - 3 2.7 0.2 6 
LOYALTY 2 - 3.5 2.6 0.5 6 
APPEARANCE 3 3.0 0.0 6 
AMBITION 2 - 3 2.7 0.2 6 
ATTENDANCE 2 - 4 3.2 0.6 6 
IMPROVEMENT 2 . 5 - 4 3.1 0.6 6 
Source: Company data, 1990. 
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APPENDIX 12 (Continued) 
DEPARTMENTAL APPRAISAL SCORES SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED 
EDP DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3 - 4 3.5 0.4 5 
ACCURACY , 3.5 ‘ 4 3.& 0.3 5 
TIMELINESS 3 - 4 3.5 0.4 5 
DILIGENCE 3 - 4 3.7 0.4 5 
EFFICIENCY 3 - 4 3.5 0.4 5 
INITIATIVE 2.5 - 4 3.5 0.6 5 
DEPENDABILITY 3 - 4 3 .8 0.4 5 
(i) 3.5 _ 4 3.8 0.3 3 
(ii) . . - - : - -
(iii) - - - -
OVER. PERF. 3 - 4 3.7 0.4 5 
PLANNING 3 - 4 3.4 0.4 5 
ORGANIZING 3 - 4 3.3 0.4 5 
LEADERSHIP 2.5 - 4 3.4 0.6 5 
MOTIVATIONAL 2.5 - 4 3.3 0.6 5 
COACHING 2.5 - 4 3.3 0.5 5 
CONTROLLING 3 - 4 3.5 0.5 5 
COUNSELLING 3 - 4 3.5 0.4 5 
COOPERATIVENESS 3 - 4 3.5 0.4 5 
PLEASANTNESS 3.5 3.5 0.0 5 
COMM. ABILITY 3 - 4 3.6 0.4 5 
ATTITUDE 3 - 4 3.5 0.4 5 
CREATIVITY 2.5 - 4 3.3 0.6 5 
COMMON SENSE 3 - 4 3.4 0.4 5 
FLEXIBILITY 2.5 - 4 3.2 0.6 5 
ANALYTICAL POWER 3 - 4 3.6 0.5 5 
LOYALTY 3.5 - 4 3.7 0.3 5 
APPEARANCE 3 - 3.5 3.4 0.2 5 
AMBITION 3 - 3 . 5 3.1 0.2 5 
ATTENDANCE 3.5 - 4 3.9 0.2 5 
IMPROVEMENT 2.5 - 3.5 3.1 0.4 5 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORES SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED 
EDP DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3 - 4 3.4 0.3 9 
ACCURACY 2.5 - 3.5 3.3 0,3 9 
TIMELINESS 3 - 3.5 3.4 0.2 9 
DILIGENCE 3 - 4 3.4 0.4 9 
EFFICIENCY 3 - 3.5 3.3 0.2 9 
INITIATIVE 3 - 3.5 3.2 0.2 9 
DEPENDABILITY ' 3 - 4 3.3 0.3 9 
(i) - - - -
(ii) - - -
(iii) - - -
OVER. PERF. 3 - 3 . 5 3.4 0.2 9 
PLANNING - - -
ORGANIZING - - - -
LEADERSHIP . - - -
MOTIVATIONAL - - - -
COACHING - - - -
CONTROLLING - - - “ 
COUNSELLING - - - -
COOPERATIVENESS 3 - 4 3.5 0.4 9 
PLEASANTNESS 3 - 3.5 3.3 0.2 9 
COMM. ABILITY 3 - 3.5 3.2 0.2 9 
ATTITUDE y3 - 4 3.4 0.4 9 
CREATIVITY 2 : 5 - 3 . 5 3.1 0.3 9 
COMMON SENSE 3 - 3.5 3.1 0.2 9 
FLEXIBILITY 3 - 3 , 5 3.2 0.2 9 
ANALYTICAL POWER 3 - 3 . 5 3.1 0.2 9 
LOYALTY 3 - 3.5 3.3 0.2 9 
APPEARANCE 3 - 3.5 3.4 0.2 9 
AMBITION 3 - 3.5 3.2 0.3 9 
ATTENDANCE 2.5 - 4 3.6 0.4 9 
IMPROVEMENT 3 - 3.5 3.4 0.2 9 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED,： 
’"U 
EUROPE/MEDITERRANEAN AND AMEIS LINE DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 2,5 - 4 3.4 0.5 15 
ACCURACY 2.5 - 4 3.3 0.4 15 
TIMELINESS 2 - 4 3.2 0.7 15 
DILIGENCE 2.5 - 4 3.6 0.4 15 
EFFICIENCY 2.5 - 4 3.3 0.4 15 
INITIATIVE 2 - 4 3.2 0.5 15 
DEPENDABILITY 2.5 - 4 3.4 0.5 15 
(i) 4 4 二 0.0 1 
(ii) - - - -
(iii) - - - -
OVER. PERF. 3 - 4 3.6 0.3 9 
PLANNING 2 - 3.5 3.0 0.4 15 
ORGANIZING 2 . 5 - 4 3.2 0.5 15 
LEADERSHIP 2.5 - 4 3.2 0.4 15 
MOTIVATIONAL 2.5 - 4 3.2 0.5 15 
COACHING 2.5 - 4 3.4 0.5 15 
CONTROLLING 2.5 - 4 3.3 0.5 15 
COUNSELLING 2.5 - 3.5 3.1 0.3 15 
COOPERATIVENESS 2.5 - 4 3.4 0.4 15 
PLEASANTNESS 3 - 4 3.5 0.3 15 
COMM. ABILITY 2.5 - 4 3.2 0.4 15 
ATTITUDE , 2.5 - 4 3.5 0.3 15 
CREATIVITY 2 - 4 3.0 0.5 15 
COMMON SENSE 2.5 - 3.5 3.2 0.3 15 
FLEXIBILITY 2.5 - 4 3.3 0.4 15 
ANALYTICAL POWER 2.5 - 4 3.1 0.4 15 
LOYALTY 3.5 - 5 3.8 0.4 15 
APPEARANCE 2.5 - 5 3.5 0.5 15 
AMBITION 2.5 - 4 3.3 0.4 15 
ATTENDANCE 2 - 5 3.7 0.6 15 
IMPROVEMENT 2.5 - 3.5 3.2 0.4 15 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED 
EUROPE/MEDITERRANEAN AND AMEIS LINE DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 2 - 4 3.3 0.6 48 
ACCURACY 1 - 4 3.1 0.6 48 
TIMELINESS 2 - 4 , 3.2 0.5 48 
DILIGENCE 2.5 - 4 3.4 0.4 48 
EFFICIENCY 2 - 4 3.2 0.4 48 
INITIATIVE 2 - 4 3.1 0.5 48 
DEPENDABILITY 2 - 5 3.3 0.6 48 
(i) - - - -
(ii) - - - - • ; -
(iii) - - -
OVER. PERF. 2 - 4 3.3 0.5 44 
PLANNING - - - -
ORGANIZING - - - -
LEADERSHIP - - - -
MOTIVATIONAL ‘ - - -
COACHING - - - -
CONTROLLING . - - « -
COUNSELLING - - - -
COOPERATIVENESS 2.5 - 5 3.5 0.4 48 
PLEASANTNESS 2.5 - 4 3.4 0.4 48 
COMM. ABILITY , 2 - 4 3.1 0.5 48 
ATTITUDE 2.5 - 4 3.4 0.5 48 
CREATIVITY } 1 - 4 2.9 0.5 48. 
COMMON SENSE 2 - 5 3.2 0.6 48 
FLEXIBILITY 2 - 4 3.2 0.5 48 
ANALYTICAL POWER 2 - 4 3.1 0.5 48 
LOYALTY 2 - 5 3.5 0.6 48 
APPEARANCE 2.5 - 5 3.4 0.4 48 
AMBITION 2 - 4 3.2 0.5 48 
ATTENDANCE 1 - 5 3.5 0.7 48 
IMPROVEMENT 2 - 4 3.3 0.5 48 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED , 
••a 
FINANCE AND ACCOUNTING DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER.OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 2.5 - 4 3,5 0.5 13 
ACCURACY , 2.5 - 4 3.3 0.4 13 
TIMELINESS 2.5 - 4 3.2 0.5 13 
DILIGENCE 2.5 - 4 3.5 0.5 13 
EFFICIENCY 2.5 - 4 3.1 0.5 13 
INITIATIVE 2 - 3 . 5 3.0 0.5 13 
DEPENDABILITY 2 - 4 3.3 0.6 13 
(i) - ， - -
(") - - - -
(iii) . , - - -
OVER. PERF. 2.5 - 4 3.3 0.5 13 
PLANNING 2 - 3 . 5 3.0 0.5 13 
ORGANIZING 2.5 - 3 . 5 2.9 0.4 13 
LEADERSHIP 2 - 4 2.9 0.5 13 
MOTIVATIONAL 2 - 3 . 5 2.8 0.5 13 
COACHING 2.5 - 4 3.0 0.5 13 
CONTROLLING 2 - 3.5 2.8 0.5 13 
COUNSELLING 2 - 3.5 3.0 0.5 13 
COOPERATIVENESS 2.5 - 4 3.4 0.5 13 
PLEASANTNESS 2.5 - 4 3.4 0.4 13 
COMM, ABILITY 2 - 4 3.2 0.6 13 
ATTITUDE 3 r 5 3.6 0.6 13 
CREATIVITY 2 - 3.5 2.8 0.5 13 
COMMON SENSE 2.5 - 4 3.2 0.5 13 
FLEXIBILITY 2.5 - 4 3.1 0.4 13 
• ANALYTICAL POWER 2 . 5 - 3 . 5 3.1 0.3 13 
LOYALTY 3.5 - 4 3.6 0.3 13 
APPEARANCE 2.5 - 4 3.3 0.5 13 
AMBITION 2 - 4 2.8 0.6 13 
ATTENDANCE 3 - 4 3.7 0.4 13 
IMPROVEMENT 2.5 - 3.5 3.1 0.4 13 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED 
MX 
FINANCE AND ACCOUNTING DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAfSEES 
PRODUCTIVITY 2.5 - 4 3.5 0.4 38 
ACCURACY , 2 - 3.5 3.0 0.3 38 
TIMELINESS 2.5 - 4 3.2 0.3 38 
DILIGENCE 2.5 - 4 3.2 0.4 38 
EFFICIENCY 2.5 - 5 3.2 0.5 38 
INITIATIVE 2 - 4 2.9 0.5 38 
DEPENDABILITY 2 - 4 3.0 0.4 38 
(i) - - w - -
(ii) - - - -
(iii) - - » -
OVER. PERF. 2.5 - 4 3.3 0.5 38 
PLANNING - - - -
ORGANIZING - - - -
LEADERSHIP - - - -
MOTIVATIONAL - - - -
COACHING - - - -
CONTROLLING - - ) -
COUNSELLING - - - -
COOPERATIVENESS 2 - 4 3.2 0.5 38 
PLEASANTNESS 2.5 - 4 3.2 0.4 38 
COMMUN. ABILITY 2.5 - 3.5 2.9 0.3 38 
ATTITUDE 2 - 4 3.2 0.5 38 
CREATIVITY 2 - 3.5 2.6 0.4 38 
COMMON SENSE 2 - 4 2.8 0.5 38 
FLEXIBILITY 2 - 4 2.7 0.4 38 
ANALYTICAL POWER 2 - 4 2.7 0.4 38 
LOYALTY 2 - 5 3.3 0.5 38 
APPEARANCE 2 - 4 3.0 0.4 38 
AMBITION 2 - 4 2.9 0.5 38 
ATTENDANCE 2.5 - 5 3.4 0.5 38 
IMPROVEMENT 2 - 4 3.1 0.4 38 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED ,: 
u 
NORTH AMERICA LINE DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3 - 4 3.6 0.4 10 
ACCURACY 2.5 - 4 3.5 0.5 10 
TIMELINESS 3 - 5 3.6 0.6 10 
DILIGENCE 3 - 4 3.7 . 0.3 10 
EFFICIENCY 3 - 4 3.5 0.3 10 
INITIATIVE 2.5 - 4 3.4 0.6 10 
DEPENDABILITY 2.5 - 4 3.7 0.5 10 
(i) 2 - 5 3.6 乂 0 .8 7 
(ii) 3 - 3.5 3.2 0.2 3 
(iii) 3 .5 3.5 0.0 1 
OVER. PERF. 2.5 - 4 3.3 0.5 10 
PLANNING 2.5 - 4 3.3 0.5 10 
ORGANIZING 2.5 - 4 3.4 0.6 10 
LEADERSHIP 2 - 4 3.3 0.6 10 
MOTIVATIONAL 2 . 5 - 4 3.1 0.5 1 0 
COACHING 2 - 4 3.2 0.7 10 
CONTROLLING 2.5 - 4 3.4 0.6 10 
COUNSELLING 2 - 4 3.4 0.7 10 
COOPERATIVENESS 3 - 4 3.6 0.4 10 
PLEASANTNESS 3 - 4 3.5 0.4 10 
COMM. ABILITY 3 - 4 3.5 0.3 10 
ATTITUDE )3 - 4 3.5 0.4 10 
CREATIVITY 2:5 - 4 3.2 0.5 10 
COMMON SENSE 3 - 4 3.6 0.4 10 
FLEXIBILITY 3 - 4 3.5 0.4 10 
ANALYTICAL POWER 2.5 - 4 3.4 0.4 10 
LOYALTY 3 - 4 3.6 0.4 10 
APPEARANCE 3 - 4 3.4 0.4 10 
AMBITION 3 - 4 3.4 0.3 10 
ATTENDANCE 2.5 - 4 3.6 0.5 10 
IMPROVEMENT 2.5 - 4 3.3 0.4 10 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED 
•u 
NORTH AMERICA LINE DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUM已ER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 2.5 - 4 3.3 0.3 37 
ACCURACY 2.5 - 3.5 3.1 0.4 37 
TIMELINESS 2,5 - 3 . 5 3.1 0.3 37 
DILIGENCE 2.5 - 4 3.4 0.4 37 
EFFICIENCY 2.5 - 3.5 3.2 0.3 37 
INITIATIVE 2.5 - 4 3.1 0.3 37 
DEPENDABILITY 2.5 - 4 3.0 0.5 37 
(i) 2 - 4 2.9 0.8 24 
(ii) 2.5 - 4 3.2 0.5 7 
(iii) 3 - 3 . 5 3.4 0.2 7 
OVER. PERF. 2.5 - 4 3.0 0.4 37 
PLANNING 〜 - - -
ORGANIZING - - - -
LEADERSHIP 擎 - —— -
MOTIVATIONAL - - - 、 、 
COACHING - - - -
CONTROLLING - - - -
COUNSELLING - - - -
COOPERATIVENESS 2.5 - 4 3.2 0.3 37 
PLEASANTNESS 2.5 - 4 3.3 0.4 37 
COMM. ABILITY 2.5 - 4 3.1 0.3 37 
ATTITUDE 2}.5 - 4 3.2 0.3 37 
CREATIVITY 2.5 - 4 3.0 0.4 37 
COMMON SENSE 2.5 - 3.5 3.1 0.3 37 
FLEXIBILITY 2.5 - 4 3.0 0.4 37 
ANALYTICAL POWER 2.5 - 4 2.9 0.5 37 
LOYALTY 2.5 - 4 3.3 0.4 37 
APPEARANCE 3 - 4 3.2 0.3 37 
AMBITION 2 - 4 3.0 0.4 37 
ATTENDANCE 2.5 - 4 3.3 0.5 37 
IMPROVEMENT 2.5 - 5 3.2 0.4 37 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED u 
OPERATIONS DEPARTMENT 、 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 2.5 - 4 3.5 0.5 14 
ACCURACY 2 - 3.5 3.3 0.5 14 
TIMELINESS 3 - 4 3.3 0.4 14 
DILIGENCE 2.5 - 4 3.5 0,5 14 
EFFICIENCY 2 - 4 3.4 0.5 14 
INITIATIVE 2 - 4 3.3 0.5 14 
DEPENDABILITY 2.5 - 4 3.4 0.4 14 
(i) 4 4 0.0 2 
(ii) - - - -
(iii) - - - -
OVER. PERF. 2 - 3.5 3.3 0.4 14 
PLANNING 2 - 4 3.2 0.5 14 
ORGANIZING 2 - 4 3.4 0.5 14 
LEADERSHIP 2 - 3 . 5 3.1 0.4 14 
MOTIVATIONAL 2.5 - 4 3.2 0.4 14 
COACHING 2.5 - 3.5 3.2 0.4 14 
CONTROLLING 2 - 4 3.1 0.5 14 
COUNSELLING 2 - 3.5 3.2 0.4 14 
COOPERATIVENESS 2 - 4 3.4 0.5 14 
PLEASANTNESS 2 . 5 - 3 . 5 3.1 0.3 14 
COMM. ABILITY 2.5 - 4 3.2 0.4 14 
ATTITUDE 2.5 - 4 3.2 0.5 14 
CREATIVITY 2 - 4 3.1 0.5 14 
COMMON SENSE 3 - 4 3.5 0.4 14 
FLEXIBILITY 2.5 - 3.5 3.1 0.4 14 
ANALYTICAL POWER 2.5 - 4 3.2 0.5 14 
LOYALTY 2.5 - 4 3,4 0.3 14 
APPEARANCE 3 3.0 0.0 14 
AMBITION 2 - 4 3.2 0.5 14 
ATTENDANCE 2 . 5 - 3 . 5 3.1 0.3 14 
IMPROVEMENT 2 - 3 . 5 3.2 0.4 14 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED ' 
OPERATIONS DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRA16EES 
PRODUCTIVITY 2 - 4 3.2 0.4 39 
ACCURACY 2 - 3.5 3.0 0.5 39 
TIMELINESS 2 - 3.5 2.9 0.4 39 
DILIGENCE 2 - 4 3.1 0.4 39 
EFFICIENCY 2 - 3 .5 3.0 0.5 39 
INITIATIVE 2 - 4 2.9 0.4 39 
DEPENDABILITY 2 - 3,5 2.9 0.4 39 
(i) - - w - • 
(ii) - - ) - -
(iii) - ... - - - • 
OVER. PERF. 2 - 3.5 3.0 0.4 39 
PLANNING - - - -
ORGANIZING - - - -
LEADERSHIP - - - -
MOTIVATIONAL - - - : : 
COACHING , - - -
CONTROLLING - - - -
COUNSELLING - —— -
COOPERATIVENESS 2.5 - 4 3.2 0.3 39 
PLEASANTNESS 2.5 - 3.5 3.1 0.3 39 
COMM. ABILITY 2.5 - 3 . 5 3.0 0.2 39 
ATTITUDE 2>5 - 3.5 3.1 0.2 39 
CREATIVITY 2 - 3 . 5 2.8 0.4 39 
COMMON SENSE 2 - 3.5 3.0 0.3 39 
FLEXIBILITY 2 - 3.5 2.9 0.4 39 
ANALYTICAL POWER 2 - 3.5 2.9 0.3 39 
LOYALTY 2 • 3.5 3.0 0.4 39 
APPEARANCE 2.5 - 3.5 3.0 0.1 39 
AMBITION 2 - 3.5 3.1 0.3 39 
ATTENDANCE 2 - 3.5 2.8 0.4 39 
IMPROVEMENT 2 - 3.5 3.0 0.3 39 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED (•‘ 
'U 
PERSONNEL AND ADMINISTRATION DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3 - 4.5 3.9 0.6 5 
ACCURACY 3 - 4.5 3.5 0.5 5 
TIMELINESS 3 - 4.5 3.7 0.5 5 
DILIGENCE 3 - 4 . 5 3.9 0.6 5 
EFFICIENCY 3.5 - 4 3.8 0.2 5 
INITIATIVE 3 - 4 3.5 0.4 5 
DEPENDABILITY 3 - 5 3.7 0.7 5 
(i) 4 - 4 . 5 4.3 一， 0.3 2 
(ii) 3 .5 - 4 3.8 0.3 2 
(iii) - - -
OVER. PERF. 3 - 4.5 3.8 0.6 4 
PLANNING 2.5 - 4 3.5 0.5 5 
ORGANIZING 2.5 - 4 3.5 0.5 5 
LEADERSHIP 3 - 4.5 3.7 0.5 5 
MOTIVATIONAL 3 - 4 3.4 0.4 5 
COACHING 2 . 5 - 4.5 3.6 0.7 5 
CONTROLLING 3 - 4 3.5 0.3 5 
COUNSELLING 3 - 4 3.3 0.4 5 
COOPERATIVENESS 3 - 4.5 3.8 0.6 5 
PLEASANTNESS 3 - 4.5 3.7 0.7 5 
COMM. ABILITY 2.5 - 4 3.5 0.5 5 
ATTITUDE J 3 - 4.5 3.6 0.6 5 
CREATIVITY 2.5 - 4.5 3.5 0.7 5 
COMMON SENSE 3.5 - 4 3.6 0.2 5 
FLEXIBILITY 3 - 4 3.4 0.4 5 
ANALYTICAL POWER 3 - 3.5 3.2 0.2 5 
LOYALTY 3 . 5 - 4 . 5 4.1 0.4 5 
APPEARANCE 3.5 - 4.5 3.9 0.4 5 
AMBITION 3 - 4 3.6 0.4 5 
ATTENDANCE 3 - 4.5 3.8 0.5 5 
IMPROVEMENT 3.5 - 4.5 3.8 0.4 5 
Source: Company Data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED , 
PERSONNEL AND ADMINISTRATION DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 2 - 4 2.9 0.6 14 
ACCURACY 2 - 3 . 5 2.9 0.4 14 
TIMELINESS 2 - 3.5 2.8 0.4 14 
DILIGENCE i - 4.5 2.9 0.9 14 
EFFICIENCY 2 - 3.5 2.8 0.4 14 
INITIATIVE 2 - 3.5 2.8 0.7 14 
DEPENDABILITY 2.5 - 4 3.0 0.5 14 
(i) 3 - 4 3.7 乂 0.5 3 
(ii) 3 - 4 3.7 0.5 3 
(iii) - - - -
OVER. PERF. 2 - 4 2.9 0.5 14 
PLANNING - - - -
ORGANIZING - - - -
LEADERSHIP - - - -
MOTIVATIONAL - - - -
COACHING - - —— -
CONTROLLING - - —— : 
COUNSELLING - - - -
COOPERATIVENESS 2 - 4 3.1 0.5 14 
PLEASANTNESS 2 - 4 3.0 0.6 14 
COMM. ABILITY 2 - 3.5 2.7 0.5 14 
ATTITUDE j 1 - 3 .5 2 .7 0.6 14 
CREATIVITY 2 - 3.5 2.7 0.5 14 
COMMON SENSE 2 - 3.5 2.8 0.6 14 
FLEXIBILITY 2 - 3.5 2.7 0.5 14 
ANALYTICAL POWER 2 - 3.5 2.5 0.5 14 
LOYALTY 2 - 4 3.0 0.6 14 
APPEARANCE 2 - 4 2.9 0.6 14 
AMBITION 1 - 3.5 2.5 0.6 14 
ATTENDANCE 2 - 4 3.1 0.5 14 
IMPROVEMENT 2 - 3.5 2.9 0.4 14 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED 
H.t 
PRC LINE DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3 - 4 3.7 0.4 13 
ACCURACY 3 - 5 3.7 0.5 13 
TIMELINESS 2 - 5 3.7 0.8 13 
DILIGENCE 2.5 - 5 3.9 0.6 13 
EFFICIENCY 2 - 4 3.5 0.5 13 
INITIATIVE 1 - 4 3.2 0.7 13 
DEPENDABILITY 2 - 4 3.6 0.6 13 
(i) 3.5 - 4 3.6 w r 0.2 4 
(ii) 3.5 3,5 0.0 3 
(iii) 3.5 - 4 3.7 0.2 3 
OVER. PERF. 2.5 - 4 3 .7 0.5 13 
PLANNING 2 - 4 3.3 0.6 13 
ORGANIZING 2 - 4 3.3 0.6 13 
LEADERSHIP 1 - 4 3.1 0.7 13 
MOTIVATIONAL 2 - 4 3.2 0.5 13 
COACHING 1 - 4 3.2 0.7 13 
CONTROLLING 1 - 4 3.0 0.7 13 
COUNSELLING 2 - 3.5 3.0 0.4 13 
COOPERATIVENESS 3 - 4 3.5 0.4 13 
PLEASANTNESS c 3 - 4 3.5 0.3 13 
COMM. ABILITY 2.5 - 4 3.3 0.5 13 
ATTITUDE 厂 3 - 4 3.5 0.3 13 
CREATIVITY 1 - 3 . 5 3.0 0.7 13 
COMMON SENSE 3 - 4 3.5 0.4 13 
FLEXIBILITY 2 - 3.5 3.0 0.5 13 
ANALYTICAL POWER 2.5 - 4 3.3 0.5 13 
LOYALTY 2.5 - 5 4.0 0.7 13 
APPEARANCE 2.5 - 4 3.5 0,5 13 
AMBITION 3 - 4 3.3 0.3 13 
ATTENDANCE 2.5 - 5 4.0 0.7 13 
IMPROVEMENT 2 - 4 3.4 0.5 13 
Source: Company data, 1990. 
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DEPARTMENTAL APPRAISAL SCORE SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED , 
PRC LINE DEPARTMENT 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAtSEES 
PRODUCTIVITY 2.5 - 4 3.4 0.4 40 
ACCURACY , 2.5 - 4 3.4 0.5 40 
TIMELINESS 2.5 - 4 3.3 0.5 40 
DILIGENCE 2.5 - 5 3 .5 0.6 40 
EFFICIENCY 2.5 - 4 3.4 0.5 40 
INITIATIVE 2 - 4 3.3 0.5 40 
DEPENDABILITY 2.5 - 5 3.4 0.6 40 
(i) 2.5 - 3.5 3.2 • 0.4 5 
(ii) 2 . 5 - 3 . 5 3.1 0.4 5 
(iii) 2 - 3.5 3.0 0.5 5 
OVER. PERF. 2.5 - 4 3.5 0.5 40 
PLANNING - - - -. 
ORGANIZING - ” - -
LEADERSHIP - - - -
MOTIVATIONAL - - - -
COACHING - - - -
CONTROLLING - - - -
COUNSELLING - - - -
COOPERATIVENESS 2.5 - 5 3.6 0.4 40 
PLEASANTNESS 2.5 - 5 3.4 0.5 40 
COMM. ABILITY 2.5 - 4 3.1 0.5 40 
ATTITUDE ) 2 - 4 3.3 0.4 40 
CREATIVITY 2 - 4 3.1 0.5 40 
COMMON SENSE 2.5 - 4 3.2 0 .5 40 
FLEXIBILITY 2 - 4 3.1 0.5 40 
ANALYTICAL POWER 2 - 4 3.1 0.5 40 
LOYALTY 2.5 > 5 3.6 0.6 40 
APPEARANCE 2.5 - 4 3.3 0.4 40 
AMBITION 2.5 - 4 3.3 0.5 40 
ATTENDANCE 2 - 5 3.6 0.8 40 
IMPROVEMENT 2.5 - 4 3.3 0.4 40 
Source: Company data, 1990. 
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APPRAISAL SCORE SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED 
BY THE MANAGING DIRECTOR 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 0.0 4 0.0 1 
ACCURACY 0.0 3.5 0.0 1 
TIMELINESS 0.0 3.5 0.0 1 
DILIGENCE 0.0 4 0.0 1 
EFFICIENCY 0.0 4 0.0 1 
INITIATIVE 0.0 3.5 0.0 1 
DEPENDABILITY 0.0 3 0.0 1 
(i) - _ 乂 、 - -
(ii) - - ' - -
(iii) - - - -
OVER, PERF. - - -
PLANNING 0.0 3.5 0.0 1 
ORGANIZING 0.0 3.5 0.0 1 
LEADERSHIP 0.0 4 0.0 1 
MOTIVATIONAL 0.0 4 0.0 1 
COACHING 0.0 4 0.0 1 
CONTROLLING 0.0 3.5 0.0 1 
COUNSELLING 0.0 4 0.0 1 
COOPERATIVENESS 0.0 4.5 0,0 1 
PLEASANTNESS 0.0 4.5 0.0 1 
COMM. ABILITY 0.0 4 0.0 1 
ATTITUDE . 〜 0 . 0 4.5 0.0 1 
CREATIVITY 0.0 4.5 0.0 1 
COMMON SENSE 0.0 3.5 0.0 1 
FLEXIBILITY 0.0 4 0.0 1 
ANALYTICAL POWER 0.0 3 0.0 1 
LOYALTY 0.0 4.5 0.0 1 
APPEARANCE 0.0 4.5 0.0 1 
AMBITION 0.0 4 0.0 1 
ATTENDANCE 0.0 3.5 0.0 1 
IMPROVEMENT 0.0 4.5 0.0 1 
Source: Company data, 1990. 
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APPRAISAL SCORE SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED ” 
•4丄 
BY THE MANAGING DIRECTOR 
APPRAISAL SCORE AVERAGE STANDARD .NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3 3 0.0 3 
ACCURACY , 2.5 - 3 2.8 0.2 3 
TIMELINESS 3 3 0.0 3 
DILIGENCE 3 - 3.5 3.3 0.3 2 
EFFICIENCY 3 3 0.0 3 
INITIATIVE 2.5 - 3 2.8 0.2 3 
DEPENDABILITY 3 3 0.0 3 
(i), . - - 一, “ “ 
(ii) - -
 !
 - -
(iii) - - - -
OVER, PERF. 3 3 0.0 3 
PLANNING - - - —— 
ORGANIZING - ， - -
LEADERSHIP - - - -
MOTIVATIONAL - - . - -
COACHING - - - -
CONTROLLING - - - ‘ 
COUNSELLING - - - -
COOPERATIVENESS 3.5 3.5 0.0 3 
PLEASANTNESS 3 3 0.0 3 
COMM. ABILITY 2.5 - 3.5 3.0 0.4 3 
ATTITUDE 、 3 3 0.0 3 
CREATIVITY - - -
COMMON SENSE 3 3 0.0 3 
FLEXIBILITY 3 3 0.0 3 
ANALYTICAL POWER 2.5 - 3 2.8 0.3 3 
LOYALTY 3 - 3.5 3.2 0.2 3 
APPEARANCE 3 3 0.0 3 
AMBITION 3 3 0.0 1 
ATTENDANCE 3.5 3.5 0.0 3 
IMPROVEMENT 3 3 0.0 3 
Source: Company data, 1990. 
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APPRAISAL SCORE SUMMARY STATISTICS 
OF MANAGERIAL/SUPERVISORY STAFF OF 
MAERSK HONG KONG LIMITED 
•4,1 
BY THE SENIOR GENERAL MANAGER 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 3 - 4 3.5 0.4 5 
ACCURACY , 3 - 3.5 3.2 0.3 5 
TIMELINESS 2.5 - 3.5 3.0 0.4 5 
DILIGENCE 3 - 4 3.3 0.4 5 
EFFICIENCY 2.5 - 4 3.3 0.5 5 
INITIATIVE 2 - 3.5 2.9 0.6 5 
DEPENDABILITY 2.5 - 4 3.3 0.6 5 
(i) 2 - 4 3.2 z 1.0 5 
(ii) 3 3.0 0.0 1 
(iii) - - - -
OVER. PERF. 2.5 - 4 3.1 0.6 5 
PLANNING 2.5 - 3 .5 3.2 0.4 5 
ORGANIZING 2.5 - 3.5 3.2 0.4 5 
LEADERSHIP 2 - 3 . 5 3.0 0.6 5 
MOTIVATIONAL 2.5 - 4 3.0 0.6 5 
COACHING 2 - 4 3.1 0.7 5 
CONTROLLING 2.5 - 3.5 3.0 0.4 5 
COUNSELLING 2 - 3.5 2.9 0.6 5 
COOPERATIVENESS 3 - 4 3.6 0.5 5 
PLEASANTNESS 3 - 4 3.4 0.4 5 
COMM. ABILITY 2 - 4 3.3 0.9 5 
ATTITUDE 、 3 - 4 3.4 0.4 5 
CREATIVITY 2 - 3.5 2.9 0.6 5 
COMMON SENSE 3 - 4 3.5 0.4 5 
FLEXIBILITY 3 3.0 0.0 5 
ANALYTICAL POWER 3 - 4 3.4 0.3 5 
LOYALTY 3.5 - 4 3.6 0.2 5 
APPEARANCE 2.5 - 5 3.3 1.0 5 
6AMBITION 2.5 - 3.5 3.2 0.4 5 
ATTENDANCE 3 - 4 3.5 0.4 5 
IMPROVEMENT 2.5 “ 3.5 3.0 0.4 5 
Source: Company data, 1990. 
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APPRAISAL SCORE SUMMARY STATISTICS 
OF GENERAL STAFF OF 
MAERSK HONG KONG LIMITED : 
BY THE SENIOR GENERAL MANAGER 
APPRAISAL SCORE AVERAGE STANDARD NUMBER OF 
DIMENSIONS RANGE SCORE DEVIATION APPRAISEES 
PRODUCTIVITY 0.0 4 0.0 1 
ACCURACY , 0.0 3.5 0.0 1 
TIMELINESS 0.0 3.5 0.0 1 
DILIGENCE 0.0 3.5 0.0 1 
EFFICIENCY 0.0 4 0.0 1 
INITIATIVE 0.0 3 0.0 1 
DEPENDABILITY 0.0 3.5 0.0 1 
(i) 0.0 4 .:乂 0.0 1 
(ii) - : — - -
(iii) - - - -
OVER. PERF. 0.0 3.5 0.0 1 
PLANNING - - - -
ORGANIZING - « - -
LEADERSHIP - - - -
MOTIVATIONAL - - - -
COACHING - - - -
CONTROLLING - - - -
COUNSELLING - … - -
COOPERATIVENESS 0.0 4 0.0 1 
PLEASANTNESS 0.0 4 0.0 1 
COMM. ABILITY 0.0 3 0.0 1 
ATTITUDE , 0.0 3.5 0.0 1 
CREATIVITY 0.0 3 0.0 1 
COMMON SENSE 0.0 3.5 0.0 1 
FLEXIBILITY 0.0 3.5 0.0 1 
ANALYTICAL POWER 0.0 3 0.0 1 
LOYALTY 0.0 3 0.0 1 
APPEARANCE 0.0 3.5 0.0 1 
AMBITION 0.0 3.5 0.0 1 
ATTENDANCE 0.0 4 0.0 1 
IMPROVEMENT 0.0 3.5 0.0 1 
Source: Company data, 1990. 
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APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
JOB KNOWLEDGE 
APPRAISER'S SCORE AVERAGE STANDARD NO. OF 
J O B TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN. OFFICER 8 - 10 8.5 0.7 8 
B / D / S . SUPERVISOR 8 - 12 9.6 0.9 24 
CHEM. FLOOR SUPERVISOR 10 - 13 10.5 0.9 13 
CHIEF ACCOUNTANT 4 - 10 7.0 3.0 4 
l /S . SUPERVISOR 8 - 14 10.3 2.1 18 
MAINTENANCE SUPERVISOR 8 - 10 9.0 0.8 3 
MANUFACTURE ENGINEER 9 - 13 10.0 2.2 3 
M.I. ,SUPERVISOR 4 - 14 8.8 2.8 17 
PROD. SUPERINTENDENT 10 - 1 6 12.4 2.3 5 
PURCHASING MANAGER 9 - 10 9.7 0.5 3 
Q.A. /Q.C. MANAGER 10 - 1 3 11.3 1.2 3 
SALES MANAGER 1 0 - 1 2 10.5 0.9 4 
Sou r c e : C o m p a n y Data, 1987. 
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APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KQNG) LIMITED 
PRODUCTIVITY 
APPRAISER'S SCORE AVERAGE STANDARD NO. OF 
J O B TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN, OFFICER 7 - 1 0 9.3 1.1 8 
B / D / S . SUPERVISOR 8 - 1 4 10.0 1.3 24 
CHEM. FLOOR SUPERVISOR 8 - 10 9.2 0.7 13 
CHIEF ACCOUNTANT 7 - 1 3 10.0 2.5 4 
l /S . SUPERVISOR 7 - 1 2 9.6 1.3 18 
MAINTENANCE SUPERVISOR 8 - 10 9.0 0,8 3 
MANUFACTURE ENGINEER 9 - 1 4 11.0 2.2 3 
M.I. SUPERVISOR 4 - 14 9.4 2.8 17 
PROD. SUPERINTENDENT 9 - 1 4 11-8 2.0 5 
PURCHASING MANAGER 1 0 - 1 2 10.7 0.9 3 
Q.A. /Q.C. MANAGER 10 - 12 11.3 0.9 3 
SALES MANAGER 8 - 12 10.0 1.4 4 
Sou r c e : C o m p a n y Data, 1987. 
‘ . -
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APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KO^G) LIMITED 
ADAPTABILITY 
APPRAISER'S SCORE AVERAGE STANDARD NO. OF 
JO已 TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN. OFFICER 2 - 5 3.5 1.1 8 
B / D / S . SUPERVISOR 2 - 6 4.6 0.8 24 
CHEM. FLOOR SUPERVISOR 2 - 5 4.2 0.8 13 
CHIEF ACCOUNTANT 2 - 5 3.5 1.5 4 
l /S . SUPERVISOR 4 - 7 … 4 . 9 0 .7 18 
MAINTENANCE SUPERVISOR 2 - 5 3.7 1.2 3 
MANUFACTURE ENGINEER 5 - 6 5.3 0.5 3 
M.I. SUPERVISOR 2 - 7 5.1 1.4 17 
PROD. SUPERINTENDENT 5 5.0 0.0 5 
PURCHASING MANAGER 3 - 4 3.7 0.5 3 
Q.A. /Q.C. MANAGER 5 5.0 0.0 3 
SALES MANAGER 4 - 5 4.8 0.4 4 
Sou r c e : C o m p a n y Data, 1987. 
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APPENDIX 13 (Continued) 
APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
PLANNING 
APPRAISER'S SCORE AVERAGE STANDARD NO. OF 
J O B TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN. OFFICER 4 - 5 4.9 0.3 8 
B / D / S . SUPERVISOR 2 - 7 4.6 0.9 24 
CHEM. FLOOR SUPERVISOR 4 - 7 5.1 0.6 13 
CHIEF ACCOUNTANT 0 - 7 3.5 2.7 4 
l / S . SUPERVISOR 4 - 6 4.9 0.5 18 
MAINTENANCE SUPERVISOR 4 4.0 0.0 3 
MANUFACTURE ENGINEER 5 5.0 0.0 3 
M.I. SUPERVISOR 5 - 7 5.1 0.5 17 
PROD. SUPERINTENDENT 5 - 7 5.8 1.0 5 
PURCHASING MANAGER 5 - 7 6.3 0.9 3 
Q .A. /Q .C . MANAGER 4 - 5 4.7 0.5 3 
SALES MANAGER 5 - 7 5.8 0.8 4 
Sou r c e : C o m p a n y Data, 1987. 
.
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APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KQNG) LIMITED 
ATTITUDES 
APPRAISER'S SCORE AVERAGE STANDARD NO. OF 
J O B TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN, OFFICER 2 - 5 4.3 1.1 8 
B / D / S , SUPERVISOR 3 - 6 5.0 0.5 24 
CHEM. FLOOR SUPERVISOR 5 - 7 5.2 0.6 13 
CHIEF ACCOUNTANT 4 - 5 4.8 0.4 4 
l /S . SUPERVISOR 4 - 7 5.2 0.6 18 
MAINTENANCE SUPERVISOR 3 - 5 4.0 0.8 3 
MANUFACTURE ENGINEER 5 - 7 6.3 0 ,9 3 
M.I. SUPERVISOR 5 - 10 5.9 1.7 17 
PROD. SUPERINTENDENT 5 - 7 5.4 0.8 5 
PURCHASING MANAGER 4 - 5 4.7 0.5 3 
Q .A. /Q .C . MANAGER 5 - 7 6.0 0.8 3 
SALES MANAGER 5 5.0 0.0 4 
Sou r c e : C o m p a n y Data, 1987, 
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APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KQNG) LIMITED 
CO-OPERATION/TEAM WORK 
APPRAISER'S SCORE AVERAGE STANDARD NO. OF 
J O B TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN. OFFICER 0 - 5 3.4 1.6 8 
B / D / S . SUPERVISOR 3 - 6 4.6 0.7 24 
CHEM. FLOOR SUPERVISOR 4 - 6 5.0 0.4 13 
CHIEF ACCOUNTANT 3 - 4 3.8 0.4 4 
l /S . SUPERVISOR 4 - 6 5.0 0.3 18 
MAINTENANCE SUPERVISOR 0 - 4 2.7 1.9 3 
MANUFACTURE ENGINEER 7 - 8 7.7 0.5 3 
M.I. SUPERVISOR 5 - 10 5.3 1.2 17 
PROD. SUPERINTENDENT 5 - 8 w 5 . 6 1.2 5 
PURCHASING MANAGER 3 - 5 4.0 0.8 3 
Q.A. /Q.C. MANAGER 5 5.0 0.0 3 
SALES MANAGER 4 - 5 4.8 0.4 4 
Sou r c e : C o m p a n y Data, 1987. 
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APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
ATTENDANCE 
APPRAISER'S SCORE AVERAGE STANDARD NO, OF 
J O B TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN. OFFICER 4 - 10 9.1 2.0 8 
B / D / S . SUPERVISOR 5 - 1 0 8.6 1.6 24 
CHEM. FLOOR SUPERVISOR 5 - 1 0 9.2 1.5 13 
CHIEF ACCOUNTANT 8 - 10 8.8 0.8 4 
丨/S. SUPERVISOR 8 - 10 9.1 0.7 18 
MAINTENANCE SUPERVISOR 10 10.0 0.0 3 
MANUFACTURE ENGINEER 10 10.0 0.0 3 
M.I. SUPERVISOR 5 - 10 6.5 2.3 17 
PROD. SUPERINTENDENT 10 9.6 0.8 5 
PURCHASING MANAGER 10 10.0 0.0 3 
Q.A. /Q.C. MANAGER 9 - 10 9.7 0.5 3 
SALES MANAGER 8 - 10 9.3 0.8 4 
Sou r ce : C o m p a n y Data, 1987. 
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APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
COMMUNICATION 
APPRAISER'S SCORE AVERAGE STANDARD NO. OF 
J O B TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN. OFFICER 2 - 5 3.6 1.2 8 
B / D / S , SUPERVISOR 3 - 5 4.5 0.6 24 
CHEM. FLOOR SUPERVISOR 4 - 5 4.5 0.5 13 
CHIEF ACCOUNTANT 4 - 5 4.5 0.5 4 
l / S . SUPERVISOR 4 - 5 4.7 0.4 18 
MAINTENANCE SUPERVISOR 4 - 5 4.7 0.5 3 
MANUFACTURE ENGINEER 4 - 5 4.7 0.5 3 
M.I. SUPERVISOR 2 - 7 5,1 1.0 17 
PROD. SUPERINTENDENT 5 - 6 5.0 0.6 5 
PURCHASING MANAGER 4 - 7 5.3 1.2 3 
Q.A. /Q.C. MANAGER 5 5.0 0.0 3 
SALES MANAGER 5 5.0 0.0 4 
Sou r c e : C o m p a n y Data, 1987. 
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APPRAISAL SCORE SUMMARY STATISTICS OF APPRAISERS 
OF JOB LEVELS 7 AND 8 BY INDIVIDUAL DIMENSIONS 
PRINTED CIRCUITS INTERNATIONAL (HONG KONG) LIMITED 
TOTAL SCORE 
APPRAISER'S SCORE AVERAGE STANDARD NO. OF 
J O B TITLE RANGE SCORE DEVIATION APPRAISEES 
ADMIN. OFFICER 39 - 52 46.5 4.4 8 
已/D/S. SUPERVISOR 42 - 61 51.5 4.0 24 
CHEM. FLOOR SUPERVISOR 46 - 59 52.9 3.6 13 
CHIEF ACCOUNTANT 34 - 5 9 45.8 10.9 4 
l /S . SUPERVISOR 49 - 66 53.8 4.6 18 
MAINTENANCE SUPERVISOR 41 - 50 47.0 4.2 3 
MANUFACTURE ENGINEER 57 - 64 60.0 2.9 3 
M.I. SUPERVISOR 35 - 67 51.2 8.0 17 
PROD. SUPERINTENDENT 54 - 68 60.6 6.3 5 
PURCHASING MANAGER 52 - 5 9 54.3 3.3 3 
Q.A. /Q.C. MANAGER 54 - 60 58.0 2.8 3 
SALES MANAGER 51 - 58 55.0 2.7 4 
Sou r ce : C o m p a n y Data, 1987. 
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